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CHAPTER I 
·INTRODUCTION 
The Job Corps 
Established by the Economic Opportunity Act of 1964, the 
Job Corps is a unique residenti .al training program designed to 
provide disadvantaged rren and women between the ages of 1 6  and 21 
with the education, training, self-discipline and responsibility 
to become productive members of society. Since the opening of the 
.first Job Corps Center in January 1965, nearly 150,000 poverty youth 
have undergone Job Corps training. 
On the surface, the program has great socio-economic objectives 
which take a necessary step toward combating poverty and inefficiency 
throughout society. For these young men and worren, many of whom 
can neither read nor write, poverty has become a way of 1 i fe. They 
have reached a point in life where they require a certain level of 
ski 1 1  to survive· in the modern world, yet they do not possess 
the most basic of skills·necessary to serve as a prerequisite to a 
socially productive being. The Job.Corps attempts to provide education 
and training to allow these young adults the chance at a successful 
and productive life. The task before the Job Corps is not an easy 
one. Initially, the youths must be· convinced that they can change 
their 1 i ves. For with out the desire on _the part of the i ndi v{ dual, 
efforts put forth by Job Corps personnel would almost certainly be 
fruitless. Yet, the typical candidate has known only failure, 
degradation and ignorance. He comes from a broken home, drops out 
of school _after nine years, cannot read a newspaper and has no hope 
of qualifying for employment (see Table 1). In reality, Job Corps 
may very well represent his last chance to extend his horizons 
beyond the despair in which he exists. 
Needless to. say, a program of this magnitude incurs a great 
2 
deal of expense and effort. This expenditure should be rewarded by 
the successful completion of the program by a high percentage of 
individuals. Thus, at some future point in time, the costs incurred 
would hopefully be erased by social benefits of a substantial nature. 
Job Corps has been quite successful in attracting enrollees. 
After reaching a high of 42,032 corpsmen in fiscal year 1967, which 
was only 127 short of capacity, 16 centers were closed due to 
insufficient productivity. Since then seven new centers have been 
opened for a total of -114 nati onwi-de. This represents a capacity for 
38,964 corps!llen during fi seal year 1969 and it is projected that 
enrollment wi 11 reach 37,610 by the· end of the year. · 
The costs expended to support �his operatton had reached a high 
in fiscal year 1969 with $295 million allocated. Although this was 
an increase in allocation from·the previous year, Job Corps will run 
at a level below that of the past year due to a lack of available 
resources. In 1967 Congress set a limit on the amount of exp�nditure 
per corpsman for any given year at $6900. This included variable 
·-·. .... .;. _ ...... .. 
- - .. c- - .. • - .... • 
---rab le ·1 .  Profile of a Job Corps Enrollee 
VARIABLE 
Age 
EducaUon 
years of school 
reading leve 1 
nath level 
Home Residence 
rura 1 ( 1 ess th an 2500 )_ 
$mal 1 town, mid-city 
metro· (over 250,000) 
Previous Behavior 
no previous record 
minor anti-social behavior 
one serious conviction 
Efl1) 1 oyme n t 
MALE 
17 .4 
8. 7 
4.8 
5.0 
working full or part time 47% 
(60% made less than $1 .25 per.hour) 
lnducti on Status 
of those eligible for Anred Forces: 
failed test 
educational reasons 
physical reasons 
Health 
no treatment in last.ten years 
Family Pattern 
broken home and substandard housing 
head of household unemployed 
family on relief 
asked to leave school 
both parents less than 8th 
grade education 
Source: Job Corps Reports , Apri 1 1 968-, P. 1 1.  
FEMALE 
18.0 
9.9 
6.3 
6 . 1  
27% 
TOTAL 
17 .5 
9.0 
5. 2 
5. 2 
25% 
47% 
28% 
67% 
25% 
8% 
44% 
58% 
37% 
21% 
80% 
60% 
63% 
39%. 
64% 
49% 
operating costs only, which allowed things such as work project 
costs, agency direction, screening and placement and administration 
to be accounted for with other funds. · Up unti 1 this point Job 
Corps has been able to remain within its limitations, while at 
the same time carrying out its mission in the prescribed manner. 
Despite the fact that enrollment and expenditures have 
increased substantially over the short lifetime of the Job Corps, 
these figures do not reveal a complete success story. For example, 
based on past perfonnance the Boxelder Job Corps has shown that 
� great nl.ffllber of enrollees will not remain with Job Corps for more 
than 30 days and barely one of five will ever complete the program. 
It would seem that Job Corps has been well accepted by the using 
community, but it has not learned to handle problems it faces in 
dealing with. the individuals it accepts as participants. Many of 
the causative factors given by corpsmen as reasons for resigning 
from Job Corps are the- types of things which could have been 
influenced by program di recto.rs or counselors. Such reasons as · 
"Job Corps isn't like the screener said it would be" or 11discipline 
is too strict here 111 can be directly affected by program _leaders. 
4 
Other less specific comments can also be utilized as indicators of 
needs. Such reasons as "I want to go to work" or "I think I've learned 
all I can 112 can be affected by instilling a sense of purpose and. 
1 Advisors' Infonnation Sheet #28, 11 l�hy Corpsmen Say They.Quit", 
Boxelder Conservation Center-, Nemo, South Dakota, 6 June 1967, p. 2. 
2Ib-id. ,  p. 2. 
_..,. 
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motivation in the corpsman. Many things of a similar nature need 
to be done, but before any of this can be accomplished it would be 
extremely helpful to have an understanding of the factors which 
affect the corpsman's progress in Job Corps. With documented, 
historical evidence of most successful traits, training and 
educational programs one may possibly make predictions of future 
successes and place individuals in programs which are most suited 
to their characteristics. From here one can work at motivating 
the individual, projecting his program to completion (thereby 
giving him a sense of time and enabling him to gauge his own 
progress) and attempting to make this stay in Job Corps more accept­
able to him. All of this would result in a higher completion rate, 
greater satisfaction on the part of both corpsman and the Job Corps 
and a greater benefit to the society which bears the costs of the 
program. 
A realistic goal for Job Corps to work toward is· to maintain 
an optimal _capacity level (enro.llment equal to maximum capacity) at 
all times; Due to -the rapid turnover rate, however, anything over 
95% of capacity wo·uld appear to be an acceptable rate.3_ With this in 
mind a further complication to the problem of completion rates is the 
fact that Job Corps applications surpass present levels of maximum 
31n fiscal year 1969, with capacity at 38,964 and enrol]ment 
at 37,610, Job Corps is maintaining 96. 5% enrollment/capacity ratio. 
in that individuals must be chosen who will benefit most from Job 
Corps training and exposur�. In fact, it is the expressed policy 
of the Job Corps screening program that "the one most in need of 
combined education, skill training and learning in a residential 
setting is selected for Job Corps 114 • For each applicant selected 
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for Job Corps there are a total of_ seven screened by youth counselors. 
On the average, three of these can be referred to low-skill jobs, 
one to some apprenticeship or related training program, one to a 
youth council program where he can live at home and one of seven 
does not rreet Job Corps standards because of behavior, retardation 
or a physical handicap and is referred for local assistance. 
Although screening procedures are quite stringent and the screener 
must follow a careful checklist, the limited success of corpsmen 
chosen leaves room for vast improvement.5 This fact would seem tq 
imply that screening criteria may need some consideration. By 
making the most intelligent choices in screening potential enrollees, 
a percentage of those who would_�ventually drop out can be eliminated 
at the outset and be replaced by those who show the necessary 
potential to make.the grade. This all relates back to the necessity 
to make accurate selections and to be able to detennine who are the 
4Job Corps Reports, Job Corps Office of Economic Opportunity, 
Washington, D. C., April 1968, p. · 119. 
5This does not imply that Job Corps has been "unsuccessful 11 , 
as no definition of success has been offered at this point. It 
nerely states that there is room for improvement in rrethod of 
selection. 
best candidates for program completion. With annual expenditures 
for Job Corps continually rising and increasing pressure for 
7 
effi cien_t expenditures by the government, the ramifications of Job 
Corps effectiveness and efficiency become even greater and more 
meaningful. Research and analysis of this program in its beginning 
phase can possibly yield much in the way of fruitful adjustments 
and program changes in devisi.ng solutions _to the basic problems 
confronting center directors, counselors and national administrators •. 
With these needs in mind this research and analysis will be carried 
out. 
Statement of the Problem 
The presence of the Boxelder Job Corps Conservation Center in 
Nemo, South Dakota, presents an excellent opportunity for an 
investigation into a segment of the Job Corps. After initial 
observation of this center it became evident that from its inception 
almost three years ago on 6 Oecementer 1965 until th� end of fiscal 
year 1968; the Boxelder Conservation Center has terminated 966 
individual corpsmen. Of this group merely 17% (169) s�cceeded in 
completing the program. The apparent inability to close the existing 
gap between those unskilled, ·uneducated and unemployed individuals 
who enter the program, and those �killed, educated and employed 
individuals throughout society who are not in need of a program 
such as Job Corps is the problem to be analyzed by this proposed 
_,,,. 
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research. It is the objective of the Job Corps to close this gap 
by supplying the necessary skills, educational opportunities and 
job plac_ements for those in need of such help. Boxelder, however, 
has shown only a 1 7% completion rate. 
Objectives of the Study 
Primarily, this study is interested i_n cletennining why 
Boxe 1 der Job Corps Conservati on Center has had such 1 i mi ted success 
in-producing program graduates. In doing this it is essential to 
develop a comprehensive definition of Job Corps program success. 
An obvious indicator would be successful completion of the program, 
· or graduation. However, in many cases an individual may be a 
11graduate 11 for all intents and purposes, but because he failed to 
fulfill an- administrative requirement pri or to his tennination he 
is not coded a graduate upon leavi ng. Therefore, success will not 
only be rreasured by graduation, but also by the length of stay at 
Boxelder, by the educational m1le_stone achieved whil� with Job 
Corps and·by the placement category and pay scale attained upon 
departure. 
The hypothesis that certain variable characteri sti cs of indi ­
viduals wi ll appear predominant among successful tenninees of 
Boxelder Conservati on Center fo� the basi s of both the primary 
and secondary objectives of this study. The fonner is to detennine 
the relative importance of- selected predi ctor vari ables i n  accounting 
_.c. 
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. for the relative success of Boxelder Job Corps enrollees. The latter 
involves the development of fonnulas or scales to be used for the 
purpose .of screening potential corpsman and predicting program 
success. 
Description of the Boxelder Conservation Center 
The fonnal title of the study area is. the Boxelder Conservation 
Center. It is a Job Corps camp adninistered by the Department of 
Agriculture, United States Forest Service and located in the heart 
of the Black Hills National Forest of South Dakota. It is approx­
imately 26 miles northwest of Rapid City, South Dakota. The area 
-is heavily wooded, containing 1.5 million acres of forested, 
mountainous land rising to elevations of 7,000 feet, containing 
wildlife, forage, rangelands, timber stands, water and recreation 
facilities. 
The center itself was created from the expansion of existing 
wooden buildings and with the addition of several new. buildings 
a pennanent center.was fonned to acconmodate 200 rren. There are 
22 buildings in existence including four bachelor quarters, four 
storage cabins, four staff cabins, four lodges for housing corps­
roon, a supply building, an office building, a dispensary, · a 
recreation hall, a dining hall/ed�cation building and the director's 
home. In addition a gym and shop are proposed for future con­
struction. 
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Corpsmen are housed i n the four lodges whi ch can accormiodate 
50 persons i n rooms rangi ng from a capaci ty of three to ei ght. 
Each corpsman has a locker and lock ,- with lavatory faci lities 
bei ng centrally located i n each lodge. Meals are served cafeteri a 
style and the corpsmen eat at tables having a capacity of si x. 
Recreati onal faci li ti es i nclude both outdoor and indoor 
activities. The outdoor activities include hiking, horseback ridi ng, 
visiting hi stori cal si tes, volleyball and baseball as arranged 
according to season. Indoors television, arts and era fts, 
111.1sic, hobbi es and .a li brary are made available. In addi tion, fi lms 
are shown at the center several ti mes a week. Si nce the gymnasium 
1s only in the planni ng stages swi mming, bowling, roller-skati ng 
and gym faci li ties are furni shed on a contract basis i n towns nearby. 
Soci al events such as dances are planned when possi ble. 
Th� di spensary has ei ght rooms i ncludi ng a four bed ward, an 
i solati on ward and a. treatment room. It i s equi pped to handle 
everything_ except major i nj_uri es. 
The center program i ncludes a basi c educati on program, a work 
program and a speci al traini ng pr�gram. In the basi c education 
program readi ng and mathemati cs are taught to each corpsman. 
Courses i n typing, ci ti zenshi ·p, the "world of work", 1 anguage and 
study skills are also offered. Both rooms and classes are small 
to allow each student to recei ve the. maxi mum i ndivi dualized .i nstruc­
tion. The most modem teaching devises and techniques are implemented 
_,,,. 
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with a great deal of emphasis being placed upon reading improvement. 
In line with this, study m�terial is available in the classroom 
and an adequate library provides additional reading materials. 
The corpsman's schedule is designed so as to allow certain 
days to be set aside for education and other days for work. The 
work program includes projects whi�h have been planned for several 
years ahead of time. This includes work o.n both forest and range 
lands and consists of  picnic area construction, road building, clear-. 
1ng trails, constructing fences, cattleguards and livestock watering 
facilities. Besides these forestry work projects the corpsnen 
are vocationally trained in one of the following areas: automotive 
maintenance, carpentry, electrical wiring, netal working, heavy 
equipment operation, welding, food preparation and service and the 
operation and care of kitchen equipment. Special training is offered 
in automobile driver training, first aid and heal th, various crafts, 
music and the organization of a fire-fighting team. 
Corpsmen may earn a pass to go to town on a Fri day evening or 
a Saturday or Sunday, but cannot remain in town overnight without 
the pennission of ·the Center Director. Buses transport-such people 
to and from town. 
Although an understanding of the physical attributes · of the 
area itself may not be a significant factor in this study it should 
be helpful to the reader to have a basic feeling for the environment · 
in which· the corpsman lives. 
-✓ 
; • - - ;t· ... - . 
-;? 
-- . - . � - CHAPTER II 
LITERATURE REVIEW 
A review of the literature made available to the public involving 
effectiveness studies, cost-benefit studies, analyses of Boxelder 
Conservation Center or the Job Corps in general has contributed 
significantly to the assl.lTipti'ons, methodology and procedures to 
be used in this research project. Although no single study has 
provide_d all of the guidelines to be used, bits and pieces from a 
_nunber of studies have been extremely useful in setting up the 
analytical procedures. 
In proceeding with an investigation of the problem as previously 
outlined, the first documents analyzed were those published locally 
by the cou�seling offices at Boxelder. These studies, called 
"Advisors' Infonnati on Sheets 11 1 , provided genera 1 i nfonnati on bas�d 
upon samples of the Nemo corpsmen. One such sheet indicated educa­
tional progress based upon _a beginning achievement level and showed· 
the ability of cor.psmen to progress in various subjects such as 
word neaning, paragraph ·rreaning� �anguage, ar�thmetic computation, 
concepts and application depending upon the level of achievement 
they possessed upon entering .Job Corps. 2 Another "AIS" showed that 
1Further reference to "Advisors' Infonnati on Sheets II wi 11 be 
indicated by 11AIS 11 • 
2
1
1AIS" #29, "Boxelder Job Corpsmen Education Progress in Tenns 
of Public School Achievement", Boxelder Conservation Center, Nemo, 
South Dakota, 21 June 1967. 
_.,. 
--
., . .. :. -
., . . --
. .,... . .. -
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the corps�an ability to lea� was below that of the average Arrerican.3 
Still another gave statistics on resignations, relating them to 
such variables as region of the country corpsmen came from, age of 
corpsmen, highest grade of school completed prior to entering Job 
�rps and the year the corpsman left school.4 Others showed statistics 
on losses, placement into jobs and� infonnation on why corpsmen 
- 5 
resigned. Although all of this infonnati_on gives some indication 
of the contribution of certain factors to a corpsman's success or 
lack of success, the fact that no program was set up to correlate 
all this data has diminished its contribution. It has been left to 
the individual counselor to sift out valuable infonnation and use it 
in any way he could in dealing with individual problems. 
The possible inconsistency and varied interpretations leave 
111.1ch to be· desired. Furthennore, many of the variables which should 
be related to program effectiveness are missing in these analyses. 
The study proposed herein will be more comprehensive in the sense 
that all neasurable variables will be considered to �tennine their 
degree of·significance. 
3
11AIS" #8, "Corpsmen - Ability to Learn", Boxelder Conservation 
Center, Nemo, South Dakota, 23 November 1966. 
4
11AIS" #19, "Why Qui ck-Quitters", Boxelder Conservation Center, 
Nemo, South Dakota, 14 March 1967! 
5
11AIS" #9, "Job Corps Placement'• Boxelder Conservation .Center, 
Nemo, South Dakota, 5 July 1967. 
"AIS" #28, "Why Corpsmen Say They Quit", Boxelder Conservation 
Center, Nemo, South Dakota, 6 June 1967. 
--"· 
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The i nfonnati on obtained from the "AIS II has been useful in 
providing a basic feel for the data, giving an idea as to where the 
problem lies and helping to detennine which independent variables 
should be used. These documents are the only ones related directly 
to Boxelder Job Corps Conservation Center, the remainder are studies 
of other centers or the Job Corps on a national level. 
A significant amount of·literature in _the fonn of program 
effectiveness studies is to be found as the result of contracts 
let out by Job Corps to detennine the degree of success of its 
program. In conju.n_ction with this, many of these studies identify 
weaknesses and suggest solutions to the program's problems. Success 
is neasured not only by the nl.R11ber of graduates the Corps has, but 
by other i ndi caters in which there is an interest. Included here 
are the many individual training and educational programs which 
will increase the corpsman's skill or education level regardless 
of whether or not he_ is a completer. Al so, the kind of job and pay 
scal e the corpsman achieves upon tennination is an indicator of 
success tQ a certain degree despite the fact that he may not have 
completed his Job _Corps training. Effectiveness studies which have 
been made analyze such aspects of Job Corps. 
Louis Harris & Associates has been contracted to make a continuous 
s·tudy of Job Corps tenni nations, · both graduates and dropouts, to 
see what kind of effects the Job Corps has had on these tenninees.6 
60ffi ce of Economic Opportunity Contract 2375: "A Continuing 
Study of Job Corps Tenni nations 11, (Reports #1 , 2, 3, 4) , . Louis Harris 
& Associates, New York, New York, July 1967. .. 
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General l y, this study has shown that the longer an individual remains 
in Job Corps the greater the economic success he achieves upon leaving. 
All data_ in this study have been collected by personal i nterview with 
an emphasis upon post-Job Corps status. Compari sons were made between 
those corpsmen who graduate and those who drop out, with the graduates 
showing greater success in almost every way upon leaving Job Corps. 
Although this study does touch upon indivi.dual characteristics of 
corpsmen which are predominant among dropouts and graduates, it is not 
the mai-n purpose of the study as is the case with the research proposed 
herein. As a res ult it is limited in this respect. The Harris 
study does not seem to be attacking any problem, but rather is 
simply rreasuring how effective the program is in terms of the economic 
success of the graduates and dropouts. Economic success in this 
case is a .function of how much money the i ndi vi dua 1 makes, the type of 
job he obtains and how long he holds it. The problem of why a greater 
nunber do not make roore money upon leavi ng Job Corps or the problem of 
why a greater nunber do not graduate is left to someqne else to solve. 
The study·proposed- he�in will emphasize pre-Job Corps and during-Job 
Corps status in attempting to seek out significant relationships 
inherent in completion or failure to complete the program. 
A contribution made to the proposed study by Mr. Harris is the 
i ndi cation of a post-Job Corps er� teri a to be used in detenni ni.ng 
output effectiveness, i.e., the pay leve 1 at whi ch an i ndi vi.dua 1 is 
placed i n  a job. This will constitute a porti on of the criteri a used 
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- to detennine success as defi ned earli er. In addi ti on, Mr. Harri s has 
shown the i mportance of l ength of stay i n  Job Corps as i t  relates 
to output effecti veness. 
As a resul t of another Job Corps study a report on "Educati onal 
Gains II was i ssued. 7 Thi s report rreas ured the gai ns i n  educati ona 1 
l evels of a l arge sampl e of corpsmen throughout the country wi thout 
relating i t  to type of job or ski l l  l earned duri ng the same peri od. 
The rrethodol ogy uti l i zed was to anal yze the i ncrease i n  perfonnance 
on achi .evement tests gi ven at selected i nterval s. This i ndi cati on 
of progress was sorted by the type of Job Corps Center {urban or 
conservati on), amount of time the corpsman was enrol led and the 
center i tse 1 f (al though not al l centers were used). The results 
showed that progress i s  bei ng made , but at a relati vel y  sl ow pace. 
The i mportance here i s  not so much the results or the rrethodology , 
however, but that {1) i t  i ndi cated another cri teri on for output 
effecti veness and {2-) i t  conti nued to emphasize the i mportance of 
l ength of �tay to the corpsman. 
Thus · far the revi ew of l i terature, asi de from i ndi cati ng the 
necessi ty for further research , h�s poi nted out what vari abl es coul d 
be used i n  detenni ni ng program success. These i ncl ude : {1 ) i ndi vi dual 
l ength of stay wi th Job Corps· , (2) success i n  obtai ni ng a - job upon 
7A&R Reports #5: 1 1Educati onal Gai ns " , Evaluati on and �esearch 
Branch, Pl ans and Eval uati on Di visi on , _ Pl ans and Programs Di rectorate, 
Job Corps, Offi ce of Economi c Opportunity , Washi ngton ,  D.C. , June 1967. 
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departure from Job Corps and the level of  pay achieved and ( 3 ) the 
increase in  educati ona1 leve 1 .  In addition, the importance o f  such 
variable as age in contributing to a · corpsman ' s  success8, as well as 
9 race , has been indicated .  The "AIS" mentioned earlier also played 
a role in selecting independent variables by suggesting a limited 
nunber o f  those which a ffect individual achieverrent. 1 0  
A study which attacks the problem at hand in a different manner 
has been prepared for · Job Corps by Daniel Yankelovich. 1 1  He places 
his emphasis not on the i ndi vi dua 1 corpsman, but on the Job Corps 
adninistration . H is  feeling is that a change in the approach of  
the a dministration toward individuals is in order and that the 
. retention rate will improve as this is done in the proper manner . 
His major finding is that difficulties affecting the dropout rate 
are related to and are reflections o f  a "single conflict in Job 
Corps ' basi c policy" 1 2 . He has unco vered major policy disagreements 
from center to center and even within the same center relating to 
8offi �e o f  Economic Opportun·i_ ty Contract 685 :  · 1 1 The Effect 
of  Corpsman Age on · Pers-onal Adjustment and Program Effectiveness 11 , 
Westinghouse Electric Corporation, Albuquerque, New Mexico, August 1966. 
' ' 
9offi ce o f  Economic Opportunity Contract 1425 : 1 1 Di fferences 
in  Ethnic Lea ming Styles 1 1 , Educational Design, Incorporated, New 
York, New York, January 1 967 • .  
· · 
lOEach of  the 1 1AIS" noted earlier played a role here . 
lloffi ce of  Economic Opportunity Con tract 4092 : "Qua 1 i tati ve 
Assessment of Factors Affecting Re ten ti on Rates in Job Corps�" ,  
Daniel Yankelovich, Incorporated, December 1967. 
1 2Ibid . ,  p .  7. 
. .. •' 
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� . whether the management and control should· be highly structured , 
systemized and single-minded or more flexible , freer and less rigid. 
As a res_ult of this "conflict " policy within centers represents a 
compromise between the two philosophies. This is directly reflected 
in the corpsman's 1 ack of clarity about where· he fits in the training 
program. Mr. Yankelovich feels that the resolution of this basic 
conflict is fundamental to improving the retention rate of Job Corps. 
The major reconrnendation from Mr. Yankelovich revolves around 
his fin.ding dicussed above. He feels that resolution of this basic 
conflict is essenti-al if the retention rate is to be improved. In 
other words the administration of the program must be reorganized 
in the fonn suggested. That fonn includes a more rigid approach to 
management with two exceptions: (1) the goals of the program should 
be broader . in objectives rather than simply a job and (2) emotional 
support_s should be built into the program rather than just used on 
an ,as-needed basis • .  It is hoped that this will provide the necessary 
sense of p�rpose, time and .standing essential to the - well-being of 
the corpsman. 
The underlying assumption of . Mr. Yankelovich's study would 
appear to be that a change in the approach used toward any i ndi vi dual 
would be effective in retaini'ng him for a longer period of time. 
This implies two things. First t�e Job Corps has done an efficient 
job in screening and selecting its entrants, thereby providi.ng the 
type of personnel susceptible to an understanding of themselves. 
-�-
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Second the individuals can be rrolded into stereotypes regardless 
of background, the type of training programs entered into, educational 
progress_ and any other nunber of variables which relate to the 
individual. Though management of Job Corps is far from perfect, this 
alone does not create a poor re ten ti on rate. · It is reasonable 
that there be a g�oup of �ropouts _in view of the fact that _ al 1 enrollees 
could be defined as some sort of dropout prior to entrance into Job 
Corps. It takes a mighty surge on the part of the individual corps-
man to -lift himself out of and above the pattern of life to which he 
has become accustomed. A program such as this must be a give and 
take proposition on the part of both sides and not simply an extended 
effort on the part of the administrator. Indeed the corpsman must 
be rootivated, but he must also put out an effort and show the 
necessary - desire. 
Although the value of Mr. Yankelovich ' s  study is not to be 
overlooked and its suggestions disregarded, his statement of conclu­
sion quoted below is felt to be in error: 1 3  
· No further survey research, in our judgement, should 
be conducted to p·rovide gui delines for improving retention 
rates. Rather, experimental. tests should be used to work 
out the best ways to implement the kinds of changes made 
in the final chapter of this report as well as reconmen­
dations available from other sources. 
Also, his general finding that greater centralization, standardization 
and control throughout Job Corps ·is necessary may take valuable 
1 3Ibid., p. 6. 
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"flexibility- away from center directors. It is necessary- to under­
stand each individual, his behavioral characteristics, his environ­
rrental background and his future progression. Mr. Yankelovich's 
suggestions should be used with, but not isolated from, further 
research into different areas of doubt revolving around retention 
problems of corpsmen. The study proposed herein will be a part 
of this research guided toward a better understanding of the 
corpsman as an individual, looking to improve the type of product 
brought into the Job Corps program and to improve the utilization 
of resources provided to the center directors. 
The single docunent making the greatest contribution to the 
- proposed research compared the cost-effectiveness of four separate 
Job Corps Centers which were about to be closed. By analyzing input 
and output variables it suggested a fonnat and rrethod which could 
be used in prediction and establishing the input-output relation­
shi ps . 
14 A portion ·of that which is suggested wi 1 1  be used here, 
although this study will concern . itself with only one _ center 
rather than four and will make alterations in rrethod and fonnat. 
The concept of an output effectiveness scale, utilized in the 
Institute for Resource Management study and based upon the type 
�f departure from Job Corps, · wi 11 be used here in order to expand 
140ffi ce of Economic Opportunity · Contract 4384: "Cost- . 
Effectiveness of Tenninated Job Corps - Centers", Institute for 
Resource Management, 5 June 1 968. 
the rreaning of lerigth of stay as a rreasure of success. Specific 
procedures used to draw up this scale  wil l be discussed in a later 
secti on . . 
The procedural steps taken in the proposed study wil l  follc:,w 
those seen in the Institute for Resource Management project in 
many pl aces. Initially there is a_ comparison of the effectiveness 
scale with each independent variable. Fol l owing these individual 
expressions a roore rigorous comparison is done in the fonn of 
mul tiple 1 i near regression analysis. The res ul ting re 1 ati ons 
provided a weal th o·f knowledge and were used to ful fi 1 1  the desired 
objectives of the study. Similarly, these relations, will be 
· util ized in the proposed research to reach the objectives outlined. 
The Institute for Resource Management study provides val uabl e  
data, but it pertains to centers which are being closed down. This 
fact would seem to take away some of its value since predictions 
could not be made effectively on the basis of data from some isol ated 
centers. The one variable -for ·wh_ich it is desirable ·.to keep constant 
in order to use the findings as prediction criteria is the environ­
ment, or center, in  which the corpsman 1 i ves. · When this is done 
predictions regarding the data analyzed and the center studied can 
b� made with a re 1 ati ve ly hi g·h degree of confide nee. However, these 
corrments should not be taken as criticism of the study as its 
ojectives were not necessarily to use the findings as a basis for 
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prediction. The Institute for Resource Management study has certainly 
contributed significantly to rrethodological procedures and analysis 
for eva l_uati ons of efficiency and productivity of any center. Some 
of these nethods will be used in the research being undertaken 
herein, although the objectives and framework for analysis are 
somewhat different. 
CHAPTER III 
METHODOLOGICAL CONSIDERATIONS 
Selection of the Problem 
Interest in the Job Corps stenmed from an origi nal investigation 
of efficiency in government expenditures. While examining the long­
tenn and irrmediate benefits of dollars spent in various activi ties 
it was observed that Job Corps exhibited a relatively low percent­
age of· graduating corpsmen. This fact had implications relative 
to the efficiency of the dollar expenditure for the program. It 
was deemed that the efficiency of money spent on the Job Corps 
warranted further inspection, especially in the area of program 
selecti on procedures and individual perfonnance. 
In order to carry out this inquiry contact was first made 
with Job Corps personnel by the use of mailed requests, telephone 
conversations and persona 1 interviews to detenni ne study feas i bi 1i ty. . 
Because of its · proximity , it was - �eci ded to make us e of the Box-
elder Conservation Center in nearby Nemo, South Dakota as a case in 
point. After an initial review and inspection of i ntroductory pamphlets 
and· other relevant literatu� a more specific look at statistics · 
e·xhi bi ted by Job Corps was undertaken. 
During the year 1966 Boxelder tenninated 454 corpsmen . Of this 
group 282 individuals were classified as non-producti ve losses and 
-"'· 
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1 72 as productive l osses.1 Non-productive l osses are defined as 
those corpsmen who have completed l ess than 90 days at Boxelder and 
do not graduate. This incl udes 11quick-quitters 1 1 2, discipl inary 
discharges and rredical discharges. Productive l osses, on the other 
hand, are graduates or those who resign but compl ete 90 days or more. 
From these figures it is evident t�at 62% of al l tenninees for a 
g1 ven year were "dropouts 11 • Furthennore, _roore than 80% of these non­
productive l osses were tenned "qui ck-quitters 11 , with a 1 arge proportion 
of these individual s not completing as much as 30 days. 
Further investigation showed that the figures for this singl e 
year were, in fact, representative of those for the entire history of 
Boxelder (see Table 2). Since inception in December 1965 until the 
end of fiscal year 1968, 966 corpsmen were terminated with 55% com­
pl eting l ess than 90 days (non-productive) and 35% of the total com­
pleting l ess than 30 days. In contrast, as stated in the problem 
definition, onl y 1 7% (169 corpsmen) were cl assified as program 
CO"l)l eters_. 3 It should be .noted that these figures are based solely° 
1 Advisors' Infonnation Sheet . #13, "The Year That Was - Statis­
tical l y", Boxelder Conservation Center, Nemo, South Dakota, 3 January 
1967. 
2 1 1Qui ck-quitters II are those corpsmen who vol untaril y· l eave the 
Job Corps before 90 days has expired, as opposed to those who are 
discharged for discipl inary or rre�ical reasons. 
3Tois infonnation was obtained during a personal inter�iew with· 
John Amos, Program Anal yst in the Pl ans Branch of Job Corps. 
_..:. 
Table 2. Boxelder Conservation Center Tenninations -
(December 1965 - June 1968) 
STATUS NUMBER OF CORPSMEN 
. Total corpsmen 
On board - 30 June 1 968 
Output 
a ) Transferred to other centers 
b)  Tenninated (by leng
.
th of stay)a 
1 )  Category I . 
2 )  Category I I 
3 )  Category II I 
--l ess than 30 days 
c )  Tenninated (by type of discharge) 
1 ) Compl eters 
2 }  Resignations 
3) Discharges 
1 326 
1 78 
1 148 
1 82 
966 
1 69 (1 7%) 
269 (28% ) 
528 (55% ) 
336 (35%) 
1 69 {17% )  
700 (73% ) 
97 (10%)  
acategory I i_s defined as a program completer �  
Category I I  is defined as . 90 days or more completed . 
Category III is defined as _less than 90 days completed . 
Source : John Amos, Program Analyst, Plans Branch of Job Corps . 
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on the individual's length of stay, while those cited for 1 96 6  are 
based upon the type of departure as well. The difference in clas­
sification results in a lower figure for 1 966 when a comparison of 
non-productive losses is made. This comes about since the 62% 
figure includes disciplinary and rredical discharges regardless of 
their length of stay. If these individuals remained for 90 days 
or longer, they would be placed in another category here. 
The distinctive problem indicated by the figures cited above 
is not explained by any existing theory, nor are there alternative 
solutions in existence . The research herein was being conducted 
in hope of creating new ideas which may p 1 ay a ro 1 e in the for­
mulation for new theories. 
Framework for Analysis 
With the aid of the literature reviewed the problem was nar­
rowed and defined and the procedures to be utilized were detennined. 
Since the _objectives involved finding the relative .s-ignificance of 
factors behind the success or lack of success of Boxelder corpsmen 
enrolled in Job Corps, it was dec.ided to proceed with a detailed study 
of the characteristics of individuals in the expectation of finding 
comnon 1 inks between these characteristics and i ndi vi dual success in 
the program. 
A necessity at the outset  was to detennine what data \11Quld be 
required to carry out the .study . In this way a framework for the 
-"· 
27 
ensuing analysis would be fonnulated. It was expected that success 
could be neasured by the individual ' s  length of stay with Job Corps , 
his educational progress and his post-Job Corps employment record. 
Functional relationships were established in anticipation that program 
success depends upon certain indivi dual characteristics. These 
relationships were in the fonn of � linear model (as opposed to a 
non-1 inear model} as suggested by the Institute for Resource Manage­
ment study discussed in Chapter II. 
The variables which were :to make up the model were initially 
chosen on the basis of the theoretical hypothesis that a statistically 
significant relationship would exist between these variables and 
program success. A list of variables to be included was compiled 
on the basis of infonnation obtained from the review of literature 
and the various personal interviews which had been conducted. Such 
characteristics as age, race, city size, region of country, months 
out of school, highest grade completed, educational level, employment 
history,· tntelligence quotient � aptitude test scores � family size, 
economic status, marital status, draft status and language ability 
were included. Data pertaining to features of the indi.vidual 's Job 
Corps experience also were to be obtained. This included length of 
stay, educational programs, skill training programs and placement 
infonnation. 
-"· 
Data Collecti on 
In order to work wi thi n the framework of the analys i s  i t  was 
necessary to gather data on each of the vari ables rrenti oned above 
for each i ndi vi dual tenninated from Boxelder s i nce i ts i ncepti on. 
A conveni ent cut-off date of 30 June 1968 was used because i t  
represents the end of the fi scal year. 
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The first step in the fonnal proces s ·of data collecti on i nvolved 
a trip to the Boxelder Conservati on Center i n  Nemo , South Dakota.4 
All avai lable data and infonnati on regardi ng all tenni nati ons were 
obtained at that ti me. However , these data were extremely li mi ted 
due to the fact that Job Corps admi ni strati ve procedures call for 
sending i nfonnati on pertai ni ng to termi nees to the central offi ce of 
Job Corps i n  Washington, D. C. upon departure. 
The next step was a vi si t to the Offi ce of Economi c Opportuni ty 
i n  Washi ngton, D. C. Numerous i ntervi ews were conducted wi th 
personnel of the Evaluati on and Research Branch and the Plans Branch. 
of Job Corps. · The major accomp 1 {�hment of thi s tri ·p was to deve 1 op -
a magneti c tape contai ni -ng all recorded data on each i ndi vi dual ter­
minati on of Boxelder Conservati on Center. These were preci sely the 
data requi red for the followi .ng analysi s. 
4Avai lable i nfonnati on was obtai ned duri ng a personal i nter­
view wi th Ed Kendley , a counselor on the Job Corps staff • 
. _
4'
. 
29 
Process i ng of Ra,-, Data 
The data on the magneti c tape were li sted by i ndi vi dual. 
Anonymi ty was mai ntai ned by the fact that all names , soci al securi ty 
nunbers and other i ndicators were excluded from the tape . S i nce 
some tape data were not relevant to the problem , a computer 
program was wri tten to extract the data whi ch appeared to have a 
beari ng on the problem . The extracti on process resulted i n  a pri nted 
list of 84 separate vari able headi ngs for 856 i ndi vidual s .  At 
thi s  poi nt two th i ngs had to be done. F irst, the vari able had to 
be  exami ned and reduced to only those wh ich could be uti li zed i n  the 
analysi s. Second , a sample had to be selected from the total 
populati on whi ch was representati ve of it  and could be analyzed 
with the empiri cal model chosen above. 
Variable Selecti on 
Actual selecti o·n of the vari ables to be  used i n  the analys i s  
i nvolved a- number of problems , foremost of whi ch was . the ava i lab i li t_y 
of data. · some vari ables whi ch were desi red were i nmedi ately eli mi na­
ted because they \�ere not recorded. Examples of these ·are i ndi vidual 
i ntelli ge nce quoti ents and apti tude test scores. Des pi te the los s 
there remai ned numerous vari ables which could be used effecti vely. 
Upon i nspecti on of the 84 vari ables i ncluded on the computer 
pri ntout the problem of i nteracti on i mnedi ately appeared. Many of 
the items were repeated i n· other forms or v,ere i nterrelated w ith 
_ ... 
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different variables to the extent that no separation could be made. 
In addition to this problem there appeared to be some " garbled " 
data whi_ch could not be understood and for which Job Corps personnel 
could offer no explanation.5 In effect 84 true variables were not 
initially present, as the problems rrentioned above limited the list 
to 53. 
Availability again becarre a problem when it was discovered 
that coefficients for many of the remaining variables were simply 
blank for each individual. Examples of these are the size of the 
family from which the corpsman comes, the amount of family income 
each year and the individual educational level upon Job Corps 
entrance.6 These procedures further limited the choice of variables 
which could be utilized in the analysis to 31. 
The end result of the variable selection process was the 14 . 
variabl�s shown in Table 3. The elimination of the last 17 items 
was accomplished by ·the use of a m_ul ti pl i city of factors. Predominant 
among these was the fact that the data did not var): among the 
individual s and th·erefore would not show any degree of significance 
when analyzed. For example, almost all Boxelder corpsmen are single ; 
therefore, marital status. is more of a constant than a variable . . 
5where data were avai 1 ab le inaccurate code 1 etters appeared. 
Lacking interpretation, these factors had to be e 1 imi nated • . 
6rhese data are those which should have been on file but were 
not for the Boxelder Center. Further investigation failed to yiel d 
an explanation for the missing data. 
This holds true for such things as draft status, home language, 
job skill level, behavior_ category and placement center. As a 
result data pertaining to these factors have been eliminated from 
cons 1 derati on. 
The final list of variables to be included in the analysis 
were all part of the original theoretical framework. Much of 
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that framework �ad to be eliminated due to the reasons explained 
above and because no feasible alternative �ans of collecting data 
was available. Nothing essential to the study has been lost, however, 
and it was expected that the remaining variables would pro vi de a 
val uable analysis. 
Sampling Techniques 
Once the ntnnber of variables had been limited by the above 
process, it was necessary to draw a representative sample of the 
population. Initial ly there were 966 total corpsmen terminated 
during the period of study_. When . the data were extracted from the 
tape it was discoyered that only -856 tenninations were actually 
recorded. This rreant that 110 ·i ndi vi duals were missing with no data 
at all available. Upon questioning Job Corps research personnel 
as to the reason for these missing data, it was found that this was 
due to multiple problems they encounter with the maintenance, col­
lection and filing of infonnation . As a result, these individuals 
were not considered as part of the population. Furthennore, s ome 
Table 3. Analysis Variables 
VARIABLEa DESCRI PTION 
x1 - entry age •••••••••.•.•••••• age at date of enrollment 
X2 - race •••••••••••••••••••• • •• self-explanatory 
X3 - city size ••••••••••••••.•.•• population of the individual ' s  
city of origin 
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X4 - region of country •••••••••• section of the country from which 
the corpsman comes 
X5 - English competence ••••••••. ability in the use of the English 
1 anguage 
X5 - roonths out of school ••••.•. months beb1een last school 
attendance and Job Corps enrollment 
x7 - last grade completed • •••... highest school grade completed 
x8 - weeks unemployed ••••.•••.•. weeks since last employment prior to Job Corps entrance 
x9 - hourly rate of pay • ••••.••. prior to Job Corps 
X1 0- test 11 8 1 1 score •.••••••••.•• • indicates reading level 
X11- pay �cale •• ! · · · · · · · · · · · · · · ·  post-Job Corps 
X1 2- length of stay •••• •.•.•.••. number of days spent at Boxelder 
while in Job Corps 
X1 3- tennination code .• • •....... indicates type of departure 
x1 4- educational milestone ...... educational achievement while 
at Boxe 1 der 
aThere is also a Y variable made up of an effectiveness scale 
which is to be discussed later. 
_.✓• 
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coefficients for the independent variables of certain i ndivi duals 
were missing. The data loss was so extens ive in these cases that 
these tenninations were eliminated from the population. The total 
size was reduced to 745 i ndi viduals in thi s manner. 
Sample data were listed on an IBM pri ntout in a numeri cal 
sequence . Thi s made the systematj c  sampling procedures relati vely 
easy by choosing nt1T1bers of tenni nees sys�emati cally down the page . 
In this way each tenni nee had an equal chance of being selected. 
Inferences could be made from the results of the sample analysi s 
to the population since the laws of mathemati cal probability apply 
when a systematic selecti on nethod is used.7 
It is desirable to mini mize error by maintai ning as many degrees 
of freedom as practi cal when testi ng the regression results for 
stati stical signifi cance. For example, i f the sample si ze is 115 
and there are 15  variables which may be used at any one time, there 
will be 99 degrees of freedom associ ated wi th the corrected sum of 
squares of the resi dual wh i ch is. used i n testi ng the- .s i gnifi cance of 
the equati on. Greater degrees of freedom �ans a lower error rrean 
square. It was deci ded that a sample size of _ 1 49 (20%) would be 
adequate. 
Drawi ng the sample, then, became rrerely a rrechani cat task and 
was accomplished rather easi ly. -Every fifth i ndi vi dua 1 was chosen 
7ostle, Bernard, Statisti cs in R�search, 2nd ed., The Iowa State 
Uni versi ty Press, Ames, Iowa, l 963, p. 45-47. 
_-4-
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to be included in the analysis, as this represented 20% of the 
total, and the result was the selection of 149 tenninees . This 
completed the sampling procedures and made possible the inspection 
of the raw data . 
Data Preparation for Analysis 
The data chosen in the sample were extracted and listed in 
a separate table . A review showed the table complete and the 
data ready for analysis. The task at hand was to relate the 
independent variables to the different criteria rreasuring success. 
From the list of variables in Table 3 four separate functional 
relationships were established, one for each treasure of success. 
For the first ll'easure of success length of stay (x12) and 
tennination code ( X13) were combined in the fonn of a six-point 
effectiveness scale.8 This procedure allows for a mo.re rreaningful 
analysis than that which would result from using either of these 
variables individuaH y. The reason for this is that an individual 
may stay a - long period of time, but end up as a non-productive loss 
due to a discipline or roodical problem. Similarly, one may remain 
only a short period of time, but still become a graduate because he 
. progressed faster than his classmates. The effectiveness scale 
t�kes these aspects into account. 
8rhe idea of an effectiveness scale was obtained from the 
Institute for Resource Management study cited earlier. In that 
docunent an eight-point scale was used. Two of the factors used 
there are incorporated here as a result of a smaller samp l e  size. 
-"'· 
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Types of departures are di vi ded into seven di _fferent categori es . 
These i nclude program completers (graduates), resi gnations (the most 
predomi n_ant group), di sci pli nary discharges, rredi ca 1 discharges , 
discharges due to absence wi thout leave, admi nistrati ve discharges 
and deaths. 
Length of stay vari es from one day up to two years, the maximum 
time an i ndividual can spend i n  the program. Length of stay does 
not affect the classificati on of the indivi dual upon departure. 
In oth_er words, a corpsman can become a graduate regardless of the 
length of hi s stay � 
The effecti veness {output) scale was developed by ranki ng the 
"least desi rable" to the 1 1most desi rable", with each factor assigned 
a weight according to its place on the scale (see Table 4). The 
Table 4. Si x-Point Effectiveness Scal e 
EFFECTIVENESS WEIGHTING OUTPUT TYPE 
1 .. .. .... . . ..... .... ... ... ...... . 30 days or less 
2 .. ...... . ...... . • ............. . AWOL' s and di sci p 1 i nary dis charges 
with more than 30 days 
3 •••••••••• • • ••••••.•••••.•.••• • 31 - 90 days i n  Job Corps 
4 .. . ...... . ................. . ... 91 - 1 49 days in Job Corps 
5 ••••••••••••••••••. • • • • • .•. • ••. 1 50 days or more i n  Job Corps 
6 ................. .............. Program completers 
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scale was then used as the pri mary rreans for the ensui ng stati sti cal 
analyses si nce i t  was the most comprehensi ve reflecti on of  o utp ut 
data.9 
For the fi rst functi onal relati onshi p the effecti veness scale 
( i ndi cated by v 1 ) was related to var i ables x1 - x 10• Var i ables 
X11 - X14 were not used here. for the followi ng reasons : ( 1 ) X11 
and x 1 4 are also rreasu�es of success and the effecti veness scale 
i s  not dependent upon ei ther post-Job Corps pay scale or educati onal 
mi les�one and {2 ) x1 2 and x1 3  are the vari ables used to fonnulate 
the scale , i.e. , the dependent vari able. 
The second functi onal relati onshi p  used the same i ndependent 
var i ables as the fi rst. In thi s  model the dependent var i able i s  
the length of stay (expressed as Y2). Although th i s  aspect i s  
considered as part of the effecti veness scale , i t  i s  deemed essenti al 
to analyze length of stay alone due to i ts i mportance as shown by 
other research di scussed i n  Chapte.r II. 
The th i rd - functi ona 1 re 1 ati onsh i p used post-Job · Corps pay 
scale for the dependent _ var i able (expressed as Y3). It was related 
. to var i ables X1 - x10 as well as X12 , x14 and Y1 · 
The fi nal relati onsh ip  used educati onal mi lestone as the 
dependent var i able (expressed as Y4 ). It was related to the same 
9The data on the other rreasures of success are not as com­
prehensi ve i n  that each fai 1 s to i nclude every tenni nee. I ndi vi d­
uals who were not placed i n  a j ob or who di d not progress i n  
educati onal level were not gi ven any wei ght. 
_ ... 
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group of independent variables as was v3 wi�h the exception of X14 
which became the dependent variable. 
Tab_le 5 shows the four re 1 ati onshi ps discussed above. 
Table 5 .  Functional Relationships for Regression Analysis 
EQUATION 
1 
2 
3 
4 
DEPENDENT 
VARIABLE 
INDEPENDENT VARIABLES 
Xl , •.• • .• , X1 0 
x, , . . . . . .  , X1 0 
X
1 
, ••• . • •  , X1 0 ' 
X1 , •.•..• ' X1 2 , 
Application of Multiple Linear 
Regression Analysis to the Problem 
X12 ' 
Y1 
X1 4 ' y 1 
The analytical - method used in this study employed multiple 
linear regression to detennine the relative signifiqmce of  the 
indep�ndent variables in explaining the four different measures of 
success. The principal uses of multiple linear regression analysis , 
as i den ti fi ed by Snedecor and Coch ran , include : ( 1 ) 1 1 Cons tructi ng 
an equation in the X ' s  that gives the best pre diction of  the va 1 ues 
o·f Y "  and (2 ) "In some studies th_e objective is not pre diction , but 
instead to discover which variables are related to Y and , if possible 
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to rate the variables in order of their importance 1 1 • 1 0 The objectives 
of this study relate closely to the uses of regression analysis, as 
enumerated above. 
Multiple linear regression involves the linear regression of 
a dependent variable (Y) on two or more independent variables (X1 , 
x2, etc. ), thereby detennining the functional relation between the 
variables . As a result, a description of how the average Y changes 
with the changing X's is given. The regression equation is estimated 
to show the degree of the linear relationship. Linearity restricts 
variables to the· first power, which allows only "straight  line" 
relationships. The limitation here is that only linear relations 
are portrayed in the analysis and nothing can be said regarding a 
non-linear relationship which may or may not exist. 
The theoretical model is a linear function of one dependent . 
variable on k independent variables. It is expressed as follows: 1 1  
V .  = B + .i: B ·  · X  • • + U • , j = 1 ,  2 ,  . . . .  , n 
J _ O i =l 
1 J  l J  . J . . 
where Uj is the random disturbance term distributed normally 
independently at each j. It represents the influence of 
lOsnedecor, George �I . , and Cochran, William G. , Statistical 
Methods, The Iowa State University Press, Ames, Iowa, 1 967 , p. 381 . 
1 1 Gibson, w. L . , Hildreth, R. J . ,  and Wunderlich, Gene ,. Methods 
for Land Economics Research, University of Nebraska Press, Lincoln, 
Nebraska, 1966, pp. 114-115. 
...,.C ·  
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predi ctors Xi left out of the equati on or measurement errors 
of Y. Each 81 indi cates the i nfluence of i ndependent vari able 
- Xi _upon dependent vari able Y .  
Assumptions of the model also include : 
(1 ) that no one of the X ' s  i s  li nearly related to any of the 
other X ' s  and 
(2) the rank of X; j is k and k<n, or the number of regression 
coefficients i s  less than the number of observati ons. 
ln  practice the regressi on equati on i s  stated as : 
where Y is the dependent vari able, b1 and b2 are the parti al 
regressi on coeffi ci ent and X1 and x2 the independent vari ables. 
A "strai ght-line " relati onshi p i s  indicated between the Y 
variable and each X vari able by the Y-i ntercept " a " and the 1 1b 1 1 
values, whi ch represent that slope of the regressi on li ne. Thi s  
straight l i ne i s  taken to be the_ best "fi t" for the .data, whi ch are 
scattered around the regressi on ti ne .  The degree of signi fi cance of 
the X ' s  wi ll i ndfcate how well the data actuany fi t the regressi on 
line. If an X vari able is  shown to be i nsi gni fi cant , then i t  ca_n be 
stated that no li near relati onshi p  exists beu�een the dependent and 
independent vari ables under consi derati on. If , however, an X vari able 
- �- � . . -
:_,. ,.- ---.---:: .  - ... -
is significant, the partial regression coefficient will describe 
the degree of significance by showing how Y changes with one unit 
increases of each X. 
The basic assumption necessary in testing for significance 
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is valid in this particular problem and does not limit the results 
in any way. This is , that for a given X the Y ' s are dis tributed 
nonnally and independently �bout a rrean.12 For example, in equation 
nunber 1 it is assumed that there is a nonnal dis tribution of 
effectiveness rankings for a given enrollment age { X1 ) ,  a given 
race ( X2) ,  a given city size { X3 ) and so on. 
12 
Ostle, -�· ci t . , p .  1 69. 
.r· 
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- · - CHAPTER IV· 
EMP I RICAL FINDINGS 
F requency Distribution of Variables 
Chosen for Analysis 
The following data indicate the relation between the six-point 
effectiveness scale and each of the independent variables in the 
f�nn of a frequency distribution. These tables provide the reader 
with a basic understanding of the types of relationships found and 
allow greater insight to the more complex analysis which follows. 
A distribution of individuals within the effectiveness scale 
itself is shown in Table 6. These tigures indicate that the random 
sample of 149 terminees is closely representative of the entire 
universe. It will be recalled that a total of 17% of Boxelder corps­
men have been coded . as graduates. In the sample presented 16.1% 
of the tenninees are graduates {scale 6). In addition, a relatively 
large pro.portion are  rated as non-productive losses (57. 7% - scales 
1-3 }.  
It should be emphasized that the effectiveness scale is the most 
comprehensive rreasure of success included in this study . . Not only 
does f t  take two facets into considerati on {length of stay and type 
of departure), but the scale also includes each and every tenninee. 
✓· 
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Table 6. Distribution of Individuals Within the Six -Point 
Effectiveness Scale 
SCALE NUMBER PERCENTAGE 
1 51 34.2 
2 7 4.7 
3 28 18.8 
4 22 14.8 
5 17 11.4 
6 24 16. 1 
TOTAL 149 1 00. 0 
MEAN X 3.13 
%1-3 5 7.7 
%4-6 42.3 
The rrean (X) is an important figure in each of the frequency 
distributions and requires · further expl anation. It i _s actual ly  the 
weighted ·rrean of all i_ndividual s ·as they fal l in the effectiveness 
scale. A figure bel ow 3.5 indicates a high percentage of the 
distribution l ies in the l ower scales. A val ue above 3.5 indicates 
that a higher frequency lies in the more successful scale·s ( 4-6 ) . 
The rrean, or the rrean effecti vene.ss score , is used as an indicator 
of the distribution of individuals within the scale for each variable 
in the fol lowing frequency distributions. Covariation among mean 
score and level of variable is indicative of a relationship. 
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Entry Age 
Table 7 shows the rrean effectiveness score by age at the time 
of entra_nce in Job Corps _. Al though age 21 shows a higher nean score 
(greatest success), there is no trend indicating that younger or 
older corpsmen do better. Age 22 shows up very poorly (2.0), but 
the fact that only 8 tenninees were included may bias this result. 
From the distribution, age would not seem _to be a significant factor 
in explaining success as measured by the effectiveness scale. 
Table 7. Mean Six�Point Effectiveness Score by Entry Age 
AGE PERCENTAGE OF TERMINEES MEAN EFFECTIVENESS 
SCORE 
16 0.0 
17 18.8 3.3 
18 24.8 3.0 
19 12.7 2.8 
20 21.5 3·. 2 
21  1 6 . 8  3.6 
22 5 .4 2.0 
Table 8 shows clearly that n·on -whi te corpsrren perform better 
than white corpsmen . It is i nteres ting to note that only one of s; x 
tenninees in the sample is white. Furthennore, as seen in Table 8a, 
non-whites have almost twice the chance of terminating under con­
ditions specified in the upper half of the scale. Regardless of 
graduati_on status non-whites become productive tenni nees at twice 
the rate of whites. 
Table 8. Mean Six-Point Effectiveness Score by Race 
RACE 
Non-white 
White 
PERCENTAGE OF TERMINEES 
83.2 
16.8 
MEAN EFFECTIVENESS 
SCORE 
3.3 
2.4 
Tabl e 8a . Percentage by Race in Upper and Lower Half of the 
Six-Point Effectiveness Scale 
RACE 
Non -white 
White 
City Size 
TOTAL 
PERCENTAGE 
100.0 (1 24) 
100.0 {25) 
SCALE 1 - 3' 
PERCENTAGE 
54.0 ( 6 7 )  
76 . o  ( 19) 
SCALE 4-6 
PERCENTAGE 
46 . o  (57 ) 
24.0 (6) 
Table g shows the relationship ben�een the size of the city 
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from which the corpsman comes and _rrean effectiveness score. It is 
clear from these distributions that the greater success is achieved 
by those from small towns and rural areas rather th an large cities. 
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In all city sizes with less than 250,000 population the nean score 
is higher than that for the large urban areas • 
. Table 9. Mean Six-Point Effectiveness Score by City Size 
CITY SIZE PERCENTAGE OF MEAN EFFECTIVENESS 
TERMINEES SCORE 
Less than 2500 23.6  3. 1 
2500 - 50,000 37. 1 3.4 
50,000 - 250,000 15. 7  3.2 
More than 250,000 23.6 2.5 
Region of Country 
From a review of Table 10 it appears that just under two-thirds 
of the tenninees come from two of the eight regions of the country . 
In · addition, these same two regions showed the highest rrean effective- · 
ness scores. Due to this fact and because there is no great devi ati. on 
among several ·of the rrean effectiveness scores, no - specific relation-­
ship is indicated beb
i
een the variable and success rreasured by the 
effectiveness scale. 
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Table 10 . Mean Six-Point Effectiveness Score by Region of Country -
REGION OF 
·- COUNTRY. 
Northeast 
Mi d-Atl antic  
-- --··- ... - _ .... 
Southeast 
Midwest 
Southwest 
Far West 
Northwest 
- --- -
English Competence 
PERCENTAGE OF MEAN EFFECTIVENESS 
TERMINEES SCORE 
7 .4 3 .  1 
11 .4 2 . 6  
40 .3 3 . 2 
1 1 .4 3.0  
6 .0 2 . 7  
21 .5 3. 1 
2 .0 1 .  7 
English competence among Boxe 1 der te nni nees was about evenly. 
distributed between good and fair1 as shown in Table 1 1. No definite 
relationship would seem to exist beb1een the level of English com­
petence and output effectiveness .• However, over 70% . _of those 
achieving· scale level 5 were categorized in the fair column. This 
would indicate that these i ndi vi dua 1 s remained in the program for 
extended periods of time without reaching the graduate level . Despite 
the fact that there seems to . be no direct relationship between this 
1A definition of good or fair English competence is not avail­
able . A subjective evaluation is made· by Job Corps screening person­
nel and listed on Office of Economic Opportunity Form 1 6  upon an 
individual's selection .  
...-'· 
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. ��riabl� and the output scale showing success, a good level of English 
�ompetence seems to contribute to hastening a student's graduation 
provi de� he remai ns in the program a sufficient period of time. 
Table 1 1 .  Mean Si x-Point Effectiveness Score by English Competence 
ENGLISH 
COMPETENCE 
Good 
Fai r  
PERCENTAGE OF 
TERMINEES 
5 1 . 7  
48. 3 
Months Out of School - -
MEAN EFFECTI VENESS 
SCORE 
3.2 
3.2 
The average Boxe 1 der corpsman had been out of school· for 17 
months prior to his entrance into Job Corps. Table 1 2  indicates 
that no trend exists which shows those out of school for shorter · 
periods of time doing better than those who have been away for 
longer spans. In fact, those who -have been away for more than a 
' . 
two-year period do eq ually as wel_l as those who have
· been away less · 
than a six-month period and both sh0\'1 up better than the levels in 
between. The less than six-month group, however, shows a greater 
nunber of graduates, while the greater than two-year group shows· 
�bout 70% falling into the scale 5 category. As was seen for English 
competence, this ; ndi cates that the greater than two-year group 
exhibited long lengths of stay without- reaching graduation. 
�-
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Tab le  12. Mean Six-Point Effectiveness Score by Months Out of 
School  
MONTHS OUT PERCENTAGE OF MEAN EF FECTIVENESS 
OF SCHOOL TERMINEES SCO RE 
Less than 6 months 32. 7 3. 2 
7- 12 months 19 . o  2. 9 
1 3-24 roonths 1 8. 4  2. 9 
More than 24 months 29. 9 3. 2 
Highest Grade Completed 
The average Boxelder corpsman has completed 8. 3 grades of school . 
Thi s  i s  not to imp ly  th at 8. 3 is the educational grade l eve l achieved 
by the individual . It simp ly represents the number of grades attended 
prior to l eaving school . Tab le  13  indicates th at 9th and 10th 
grade compl eters have been the most successful  when rmasured by the 
effectiveness scale .  Although it · might be anticipated that the 1 1th 
grade or higher compl eters would . _do wel l ,  the l ack · of more indi vi duals 
in this category coul d acco unt for the poor showing .  
Weeks Unemployed 
The nunber of weeks the · corpsman was unemp loyed pri o·r to Job 
., 
Corps shows a trend of greater success with most recently emp loyed 
corpsmen. This is a result which might be expected i n  view ·of the 
fact that more recent emp loyment i mpl ies that an indi vi d ua l  h as 
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been doing something constructive with his life . This could carry 
over into one's Job Corps training. The results are shown in 
Table 14. 
Table 13 . Mean Six-Point Effectiveness Score by Highest Grade 
Completed 
HIGHEST GRADE 
COMPLETED 
6th grade or less -- . -
7th or 8th grade 
9th or 10th grade 
1 1th grade or higher 
PERCENTAGE OF MEAN EF FECT IVENESS 
TERMINEES SCORE 
1 3. 0  2 . 9  
38. 4 3. 0 
39 . 7  3 . 3 
8.9 2 . 9  
Tabl e 14 .  Mean Six-Point Effectiveness Score by Weeks 
Unemployed 
WEEKS UNEMPLOYED PERCENTAGE OF MEAN EF FECT IVENESS 
TERMI NEES SCORE 
En1)l oyed ·upon entrance 16.8 3.4 
1-6 weeks 29 .5 3. 1 
7-18 weeks 16.8 3 . 1 
19 weeks or more 14 . 1 3 . 0  
22.8 3.0 Never employed 
-" · 
Pre-Job Corps Hourly Rate of � 
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The average hourly rate of pay earned by corpsrren working prior 
to Job Corps entrance is $1 .1 0  per hour. Again , a trend is seen 
to indicate a relationship between higher rates of pay and Job 
Corps success as rreasured by the effectiveness scale , only to have 
it fall off in the last column where the tenninees become small in 
nllllber. Nevertheless , it is i ndi cati ve that those who were employed 
at all have a better chance of being successful when entering Job 
Corps. · This is pointed out in Table 15 when considering those corps­
nen who worked , but for whom the pay scale is unknown. 
Tab le 1 5. Mean Six-Point Effectiveness Score by Pre-Job Corps 
Hourly Rate of Pay 
HOURLY RATE PERCENTAGE OF 
OF PAY 
No job 
$ 1 .00/hr Qr less 
$1 .01 - $L50/hr 
$1 . 5 1 /hr or more 
Unavailable 
Test � Reading Score 
TERMINEES 
22.8 
31.6 
28.8 
6.7 
1 0  . 1  
MEAN EFFECTIVENESS 
SCORE 
2.9 
3.o· . 
3.2 
2.9 
3.6 
The average grade achieved on the test 
1 1 B 11 reading examination 
by the corpsmen sampled is• 8. 6. The distribution within the 
effectiveness scale is such that no particular trend exists. It is 
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:f n_teresting to note, however, that a majority of the category 1 
corpsmen as well as the ca�egory 6 corpsmen fell into the two highest 
grade groups. The relationship is shown in Table 16. 
Table 16. Mean Six-Point Effectiveness Score by Test 118 11 Reading 
Score 
TEST SCORE 
, 1 -4 
5-7 
8-1 0  
11 or higher 
PERCENTAGE OF MEAN EFFECT I VENESS 
TERMI NEES SCORE 
1 6 . 4  3 . 0  
23. 9 3 . 2 
30 . 6  3 . 2 
29 . 1  3 . 0  
Results of Multiple Linear Regression 
Analysis and Evaluation 
The following are the results of the multiple linear regres­
sion analysis.· These relate the · .independent variables to the four -
measures of success as· discussed in Chapter · u 1. In addition to 
the breakdown by measure of success, the analysis was further 
specified to inc 1 ude three categories for each Y. These a re: a 1 1  
�enninees, graduates and non-graduates. Twelve separate runs were 
2 
programmed, three for each functfonal relationship listed in Table 5. 
2Although twelve runs
. were programned, the results include 
eleven because the v1 run for graduates provi ded no variance {v1 is coded six for each graduate). 
✓· 
_ ,_ �---. .::....-= -. 
Description of Regression and Test Procedures 
The specific procedures utilized in the analysis must be 
dis cusse_d prior to the actua 1 presentation of the results. From 
the multiple linear regression analysis the following values were 
obtained: the standard partial regression coefficient (SPR} for 
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each variable, the beta value (b) � for each variable, the regression 
sun of squares { RSS } for each equation, th_e R2 value and the R value. 
Using these values it was possible to isolate the relatively signif-
1 cant _variables from the group being analyzed for each rreas ure of 
success and test for statistical significance. Selection of the 
relatively significant variables was accomplished by use of the SPR, 
which indicates the variables which are the more effective predictors.
3 
Generally, standard partial regression coefficients of greater than 
0.1 indicate the possibility of statistical significance.4 Variables 
with a standard partial regression coefficient of greater than 0.1 
were extracted to undergo a separate regression run until only those 
statistica l ly significant variables were left in th_e ·equation. 
In order to make po_s i ti ve s.tatements regarding the re 1 a ti ve 
importance of the variables being · analyzed it was essential to show 
statistical significance. Further analysis of the data by the use 
3snedecor, George W. , Stati sti ca 1 Methods , The Iowa State 
College Press, Ames, Iowa, 1956 , p. 416 .  
4aased on the experience of W. Le� Tucker, Station Statistician 
at South Dakota State University , a SPR greater than O .1. is deemed 
as relatively significant. 
..-<· 
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. of F tests accomplished this task. For each regression run F tests 
were used to accept or rej�ct the null hypothesis, Ho : b1 -bk = 0, 
thereby showing the existence of any significant variation among the 
variables in explaining the output cri terion. Due to the fact that 
hunan beings are the subject of the study , a .05 error level was 
chosen because this allows � one 1 n  twenty rate of rejecting a null 
hypothesis which is true. The ramifications of these errors will 
not be felt throughout the Job Corps screening process because the 
infonnation provided will be used in conjunction with other criteria. 
Two separate F tests were utilized. The first involved a 
test for significance of the enti re equation, including all variables 
·being analyzed. The second tested the significance of the variabl es 
extracted out of the equation due to relativel y  low standard partial 
regression coefficient. In each case similar procedures were used 
in relating the calculated value of F to the table value of F at 
the .05 level. If the calculated value of F (Fe) was greater than the 
table value of· F (Ft), then the n·�11 hypothesis was. rejected and 
statistical significance. of the •Variables tested was indicated. 
To calculate the value of F the following fonnula was utilized : 5 
#k RSS 
Fe = #v = RMS -
ESS EMS 
df cFr 
5snedecor, .QP..• cit., p. 41 9 .  
-"'· 
where Fe is the calculated value of F, k is the designator 
of the tenn variable, df are the degrees of freedom (n-k-1), 
RSS is the regression sum of squares, ESS is the error sum 
of squares, n is the sample size, RMS is the regression mean 
square and E�5 is the error mean square. 
The inputs for this equation were readily available as part 
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of the output of the regression analysis for F test number 1. For 
F test nllllber 2, however, some mi nor computations had to be made. 
The second test was to verify that no statistically significant 
variables had been extracted from the equation. It was necessary 
to compute the regression sum of squares for the extracted variables. 
This was done by subtracting the regression sun of squares for the 
remaining variables from the RSS for the original equation. The 
latter two values were available from the regression analysis, 
as was the remainder of the equation. 
Using these F tests as the basic tool of analyses the statistical 
significance of relevant variables was detennined. · Prior to embarking • 
upon a presentation of the results a short summary of the above 
procedures is in order : 
( 1 ) the first regression. run analyzed the entire equation from 
T�ble s . Using these results F test nunber 1 was performed to deter­
mine the significance of the equation. The re 1 ati ve ly s i gni fi cant 
variables, as detennined b� the standard partial regression coefficient, 
were extracted. 
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(2) Using only the relatively significant variables to make up 
the regression equation, a second regression run was made. From 
these results F test nunber 1 was perfonned. 
(3) If either of the F tests in steps 1 and 2 indicated 
statistical significance it was necessary to perfonn F test nllTiber 
2 on the extracted variables. 
(4) Prior to the next regression run the least relatively 
significant variable was extracted, i.e., the variable with the lowest 
standard partial regression coefficient above 0.1. After the third 
run was completed F tests 1 and 2 were perfonned to indicate 
statistical significance. 
( 5) These procedures were carried forth until all variables 
from the initial equation were eliminated as non-significant or 
both F tests indicated significance . When the latter occurred the 
l as t  va�iable extracted was placed back into the regression equation 
since it had been sh·own to be statistically significant by F test 
nunber 2. 
(6) As a result of step 5 a final detennination was made as to 
the statistical significance of each variable in the initial equation. 
2 
In carrying out these procedures the R value had to be con-
sidered in view of the fact that it indicated the degree to which 
the equation explained the dependent variable. Although the validity 
of variable s i gni fi cance is shown by t�e F tests, a very 1 ow� R
2 
implies that other factors · are more important in explaining variance 
�· 
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than the ones under consideration. However, these "other factors" 
may be beyond the scope of administrative influence. The variables 
analyze� in this study can be used in the administrative decision 
making process. Despite the occurrence of a low R2 the potential 
value of any statistically significant variable in program analysis 
should not be overlooked. 
Six-Point Effectiveness Scale 
All tenninees. The results for the initial regression run 
in th1 s category are shown in Table 1 7. The R2 value (.0624) 
was quite small and implied that the variables in the equation do 
not do a good job of explaining v1 • This was supported by the fact 
that only 2 of the 1 0  variables showed a standard partial regression 
coefficient of greater than 0.1 (X2 and x3). 
It was expected that the null hypothesis, H0: b1 -b1 o = 0, would 
be accepted and F test 1 upheld this expectation since Ft (1.89) was. 
found to be greater than Fe (.9.18). The two relativ�ly significant · 
variables. (x2 and _ x3 ) were included in a second run (see Table 17a). 
The null hypothesi s, H0 : b2 = b3 � 0, was rejected indicating 
statistical significance at the .05 level. 
The fact that race and city size are significant variables in 
e-xplaining program success is useful despite the low R2 value ( . 0433) .  
Other factors may be more important, but corpsman race and Gity size 
can be manipulated to effe�t greater effectiveness of the program. 
5 7  
Tab l e  1 7 .  Regression Resul ts {Y1 - Al l Tenni nees ) 
VARIABLE SPR b R2 Fe Ft 
X1 -0.0542 -0.0653 0.0624 .918 l.89 
X2 -0 .150 7  -0. 3587 
X3 -0 .1594 .-0 . 2 7 35 
X4 -0 . 06 77 -0.0797 
X5 0 . 0441 0 .1645 
Xs 0 . 0665 0.0669 
X7 0 .0589 0 .0631 
Xa -0 . 0551 -0 .0036 
Xg 0.0056 0.0175 
X10 -0 . 0720 -0 .0345 
· RSs = 0.32167000 n = 149 
ESS = 0.48365831 k = 10 
Tab l e  1 7a. Significant Variables . ( Y  
1 - Al l Termi nees )  
VARIABLE SPR b R
2 Fe ft 
X2 -0.1299 -0 .309 2 
0.0433 3.46* 3.06 
� X3 -0.1649 -0 .2830
 
*is used to indicate significance at the .05 level in al l table� . 
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Non-graduates . The results for the initial regression run in 
-this category is shown in Table 18 .  Again, the R2 value was quite 
small (0. . 1085 ) although four variables were relatively significant. 
The initial F test indicated that the entire equation was not statisti­
cally significant as the null hypothesis, Ho : b 1 -b1 o = 0, was accepted •. 
Table 1 8 .  Regression Results {Y1 - Non-Graduates) 
VARIABLE SPR b R2 Fe Ft 
x, 0 .0447 0 .0434 0 . 1085 1.39 1 . 9 1  
X2 -0 . 1 41 8  -0 . 2699 
X3 -0 . 15 38 -0 . 2040 
X4 -0 . 0507 -0 .0465 
X5 0 . 1 260 0 . 3755 
x6 0 .0300 0 .0025 
X7 0 . 0671 0 .0581 
X8 -0 . 0792 ... o . 0041 
Xg -0 .0279 -0 . 071 2 '  
X10 -0 . 1772 -0 .0697-
RSS = 0 .  3024731 3 n = 1 25 
ESS = 0 . 24842443  k � 1 0  
The four relatively significant variables (X2, X3, X5 and X1 0 ) -
were analyzed together and · the results indicated that the equation 
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was significant at the .05 level {null hypothesis , H0 : b2=b3=bs=b1o=O, 
rejected). X5 was then removed and a run was made with x2, x3 and 
X1 0• F _test 2 showed that x5 was non-signi ficant although it approached 
significance at the .05 level. For this reason no further elimi nati on 
of variables was deemed essential and the statistical significance 
of X2 , X3 and X10  was veri fi_ed by- F test 1 {see Table 18a). 
Table 1 8a. Significant Variables (Y1 - Non-Graduates) 
VARIABLE SPR b R2 F, C Ft 
X2 -0. 1 369 -0.2606 0 .0767 3. 36* 2 . 68 
X3 -0 . 1566 -0.2078 
X1 0  -0. 1 871 -0.0736 
Evaluation. The results wi thin the v1 rreasure of success do 
not vary· a great deal. The R2 va 1 ues i n  both categori es are sma 11 and 
the same two variables ( race and _ city size) are s i gni fi cant for all 
tenninees· and non-graduates. The . additional variable in the non­
graduate category shown to be si gnifi cant is the test 1 1-B I I  reading 
score. The negative beta value indicates that lower scores are 
related to greater success among the non-graduates. Although this 
may sound unexpected , it must be remembered that the most successful 
corpsmen are not included i n  the non�graduate group. Success among 
these corpsmen is indi cated by scale level 4 or 5. The si gnificance 
of thi s vari able indi cates that those corpsmen who score lower on the 
- -
- Y- �- - :_;; ;-
.,.
• ...;_'-
. - -;:, 
test- -.,B .. - reading examination wi 11 remain in Job Corps for 1 onge r 
periods of time without attaining graduation status. 
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Race and city size are significant in affecting program success 
as rooasured by the six-point effectiveness seal e. More speci fi �ally, 
non-white corpsmen and corpsmen from less populated areas rrore often 
attain a higher level on the effectiveness scale. Both of these 
variables can be used as predictors of success despite the low R2 
_values. 
Length of Stay 
All tenni nees. The results for the initial regression run in 
this category are shown in Table 19. Even though the R2 value was 
small (.0778) there were 5 relatively significant variables. F 
�test 1 resulted in the acceptance of the null hypothesis, H0: b1�b10=o. 
A total of four regression runs were required in this category 
-in order to detennine significance. After the second run the null 
hypothesi � , Ho: b2
=b3
=b5=b3=b1 o � O, was not rejecte_d and X5 and x8 
were eliminated from consideration. The final two runs showed the 
remaining three variables to be s_ignificant at the .05 level (null 
hypothesis, Ho: b2=b3=b10 = O, rejected) as shown in Table 19a. 
Non-graduates. The results for this category are shown in Table 
20. Only the initial regression _run is presented since none of the 
individual variables proved statistically significant in explaining 
v2• Previously demonstrated procedures were used to eliminate variables. 
·• � ., ... .., -- . .  
- . ... ·-
.. .... . :;-. � .. _�a -
..,:
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table · 1 9 .  Regression Results (Y2 · - All Tenni nees) - �  
VARIABLE SPR 
0 . 01 22 
-0 . 2004 
-0 . 1 370 
-0 .0479 
-0 . 0104  
0 .0 1 81 
b 
0 .  76 36 
-24 . 7733 
- 1 2 .  2 196" 
-2.0064 
-2 . 932 1 
0 .0968 
0 .0694 3 . 8623 
-0 . 1 268  -0 . 4308 
-0 . 1 004 - 16 . 1 970 
-0 . 1 033 -2 . 641 2 
. RSS = 1083 . 32 1 3  
ESS = 1 2847 . 023 
n = 1 49 
k = 1 0  
0 . 0778 1 . 09 
Tab l e  1 9a . S i gni fi can t Vari ab l es . ( Y  2 - All Tenni nees) 
VARIABLE SPR b R2 F -- -C 
X2 -0 . 1 836 -22 . 70 39 0 . 06 32 3 . 26 *  
. X3 -0 . 1 4 1 2 - 1 2 . 5877 
x, o  -0 . 1 1 76 - 3 . 0046 
�-
61 
1 .  89 . 
Ft 
2 . 6 7 
62  
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Table 20 . Regression Results (Y2 - Non-Graduates)  
VARIABLE SPR b R2 F e Ft 
x, 0 . 0 79 3  4 .  2381 0 . 1 072 1 .  37 1 .  91  
X2 -0 . 1 585 - 1 6 . 59 1 2  
X3 -0 . 1 81 2  - 1 3 . 2 160 
X4 0 . 0066 0 .  3342 
X5 · 0 . 0 71 5 1 1 . 741 9 
x6 -0 . 0 381 -0 . 1 756 
X7 0 . 0554 _ 2 . 6 390 
Xg -0 . 1 62 1  -0  . 46 33 
X9 -0 . 1 764 -24 . 7659 
X 1 0  -0 . 1 005 -2 . 1 728 
. RSS = 902 . 6 1 328 n = 1 25 
ESS = 75 20 • 76 1 7  k = 1 0  
Although ·there was n o  statistical significance , ·it was interest--
1 ng to note that x2 approached significance at the . 05 1 eve 1 despite 
the fact that it ranked fourth by  SPR among the relatively signifi­
cant variables . Howeve r, no _ positive statements can be made in this 
portion of the analysis . 
Graduates . This category presented the first regression run 
for only those te nni nees who actually graduated from Job Corps . The 
initial run resulted in a much large r R
2 value than has b een seen 
..t"· 
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-- previousl y  (see Tab le 2 1 ). F test 1 showed the variables comprising 
�ne entire equation to be nonsignificant as the null hypothesis, 
Ho : b1�h1 0  = 0, was accepted. ---- - -· --- - -
Four separate regression runs resulted in the elimination of 
all but three relatively significant variables. The F test resulted 
in the rejection of the nul� hypothesis, H0: b2=bs=b7 = 0, and the 
three variables ( X2, X5 and X 7) were deem�d to be statistically 
significant. Table 2 1 a  shows the results of the final regression 
run. 
Eval uation. the result� within the Y 2 rreas ure of success are 
almost completely different for each category. Race, city size 
and test 11 B" s�ores are significant variables when all tenninees are 
included in the analysis. �owever, the elimination of the graduates 
- l eaves no variables significant. The consistency observed within­
the v1 neasure of success is lacking here. 
� - - Analysis of the graduates alone provided some interesting results. 
Noteworthy among these is the fact that the R2 val �e · i s  much higher _ 
than seen- in any of the previou$ categories. Race, English com­
petence and the highest school grade completed do a fairly good job 
in explaining length of stay for the graduates. 
Overall, the results indicate that non-whites, corpsmen from 
l ess populated areas and corpsmen· scoring lower on the test 
1 1B 1 1  
examination tend to remain in Job Corps for longer lengths or time . . 
_,.,,. 
Tabl e 21. Regres sion Res ults (Y2 - Graduates ) 
VARIABLE SPR b R2 Fe 
X1 -0. 2 353  -0  . 1 486 0 . 4962 1 . 28 
X2 -0. 3687 -0 . 4727 
X3 -0. 2842 .:.
o . 3392 
X4 0 .0704 0 .0521 
X5 -0. 42 33 -0 . 8256 
X5 o. 3422 0 .01 74 
X7 0 . 5335 0 . 2871 
Xa 0 .  3964 0 .01 43  
Xg 0 . 1 420 0 . 2064 
X10 -0. 330 3  -0 . 0881 
RSS = 0 . 1 1 282 378 n = 24 
ESS = 0. 1 1 45 300 3 k = 1 0  
Tabl e 21 a·. S i  gn i fi cant Variab l es · ( Y  2 - Graduates ) 
VARIABLE SPR b R2 Fe 
X2 -0 . 2844 -0 . 3646 0 .  3400 3. 42* 
X5 -0.  305 1  -0 . 6024 
X7 0 .  3328 0 . 1 79 1  
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Ft 
2 . 67 
Ft 
3 .  1 0  
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Additionally, corpsmen who graduate and remain longer have often 
completed a higher grade of school and have exhibited a higher level 
of English competence at the outset. Other factors not incl ude d in 
the anal ysis have a bearing on length of stay as shown by the R2 
val ues. 
Post-Job Corps � Leve 1 
All tenninees. The results for the final regression run i n  
this category are shown in Table 22. The initial run analyzed 1 3  
variables and F test 1 resul ted in acceptance of the nul l hypothesis , 
Ho: b1-b13=o . Previously outlined procedures were utilized to 
el iminate nonsignificant variables and resulted in two statistical l y  
si gnificant variables ( x1 2  and v1 ). 
Table 22. Significant Variables ( Y3 - Al l Tenninees ) 
VARIABLE SP.R b . R
2 
Fe Ft 
X12 0 . 1686 0 . 001 5 0.741 3 2 1 6.2* 3.9 1  
Y1 0. 7771 O. 741 1 
RSS = 0.82 1 586 1 9  n = 1 49 ' 
ESS = 0.286789 36 k = 2 
Non-graduates. Table 2 3  shows the results of the final reqres-
sion run in this category .  The initial null hypothesis , H0 : b1 -b 1 3=o , 
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was not rejected by F test 1. The elimination of all nonsignificant 
variables was carried out and x1 2  and v1 were deemed significant. 
Table 23. Significant Variables (Y3 - Non-Graduates ) 
VARIABLE SPR 
0 .1097  
0.8043 
RSS = 0. 5525 7303 
ESS = 0. 2059 7601 
b 
· o .0010 
0. 7149 
n = 125 
k = 2 
0.7285 172. 6* 3 . 94 
Graduates. The initial regression run is presented in Table 24 .  
It resulted in 9 relatively significant variables and the irrmediate 
rejection of the null hypothesis , H0 : b1 -b13 = O ,  by the use of F 
test 1. 
F test 2 was used extensively in eliminating the relatively 
significant variables one _by one. It was necessary .to proceed with 
one variable at a time because statistical significance had been 
indicated at the outset. After 8 runs F test 2 resulted in the 
rejection of the null hypothesis , Ho : b1 -b1 2 = O. The last variable 
extracted out of the equation was x 1 2 which was deemed statistically 
s·ignificant at this point. Y 1 and X1 2 were used to make up the 
final relationship as shown in Table 24a. 
_.,, 
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Table 24. Regressi on Results (Y 3 - Graduates ) 
VAR IABLE SPR b R2 F e Ft 
X1 -0.0661 -0.0418 0.8908 6.28* 2.86 
X2 -0. 1113 -0 .1427 
X3 -0.4045 -0.4828 
X4 0. 1231 0.0910 
X5 -0.0622 -0.1228 
x6 . 
0.3067 0.0156 
X7 0 �0504 0 .0271 
Xa 0.6248 0.0225 
Xg o .  3288 0.4778 
x, o -0.3525 -0.0940 
X12 0.255 3 0.0024 
X1 4  0.0803 
0.0219 
Y1 0 .8
.371 0.9978 
RSS = 0.2025 3325 n ·= 24 
ESS = 2.4820566 k = 13  
Table 24a. Signifi cant Variables (Y 3 - Graduates } 
VARIABLE SPR b R
2 F e Ft 
X12 0.2682 0.0025 
0.7020 24.5* 3.47  
v , 0. 7727 0. 9211 
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Eval uation. Consistency in resul ts is found within the v3 
rreasure of success . In each category length of stay and the six-point 
effectiveness scal e are shown to be important factors in rel ation to 
employment success after Job Corps tennination . The high R2 val ues 
indicate that these two factors expl ain post-Job Corps empl oyment 
very wel l . 
It is not suprising that l onger l eng�hs of stay and high ranking 
on the effectiveness scal e l ead to better paying jobs. From the 
resul ts it is cl ear that an individual ' s  success in finding employment 
after tenninating from Job Corps is dependent upon his achievement 
· whil e in Job Corps rather than any individual characteristic exhibited 
prior to Job Corps . 
Education�l Mil estone 
Al l terminees . The initial regression run is presented in Tabl e 
25. It resulted in . only 5 rel atively significant variables, but an 
inmnedi ate rejection of th� nul 1 hypothesis, H0 : b1-.b12 = O, after the 
compl etion of F test 1. A second regression run was made with vari­
abl es x6 , x7, x9 ,
. x10 and v1 • I� resulted in the removal of x6 and 
X1o from consideration due to rel atively l ow SP R ' s. A third analysis 
eliminated x9 for the same reason. Statistical significance of x7 
and v1 at the .05 l evel was shoWn by F test 2 after the final run was 
compl eted. F test 1 verified significance by rejecting the . null 
hypothesis, Ho : b7=by1 = 0.  Table 25a presents the regression run with 
the two significant variables. 
_,.t. 
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Table 25. Regression Res ul ts { Y4 - All Tenninees) 
VARIABLE SPR b R2 F e Ft 
x, -0.041 1  -0 . 1069 0 . 4350 8 . 78* 2 . 45 
X2 0.0125 0 .0642 
X3 -0 .0539 -0 . 1 994 
X4 -0 .0981 -0 .2488 
X5 -0 .0639 -0 . 5129 
X 6 . 0 . 1 404 0 .0312 
X y 0.2605 0.6012 
Xs -0.0980 -0.01 38 
Xg -0.2365 -1 . 5833 
x, o 0 . 1076 0 . 1 1 4 1 
x, 2 -0.0505 -0 .0021 
v, 0.6275 1 .  3530 
RSS = 1 0 . 4301 54 n = 1 49 
ESS = 1 3 . 547828 k = 1 2  
Table 25a . Si gnifi cant V ariables ( Y4 - All Termi nees) 
VARIABLE SP R b R
2 F e Ft 
X7 0 . 1 71 6  0 .  396 1 
0 . 381 2 4 . 48* 3 .06 
Y1 0.5925 
1 .  2774 
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Non-graduates . The initial regression run ( see Table 26 ) resulted 
in a rejection of the n ull hypothesis , H0 : b1 -b1 2  = O ,  through the 
use of � test 1 .  Six variables were retained for a s econd run by 
virtue of a standard partial regression coefficient greater than 0.1 . 
x8 was eliminated after the second run as the SPR value fell below 
0.1 and x9 was removed after a third run and shown to be  nonsignifi­
cant by F test 2. 
Table 26. Regression Res ults ( Y4 - Non-Graduates ) 
VARIABLE 
X1 
X2 
X
3 
X4 
X5 
x6 
X7 
Xa 
X9 
X1 0  
, xl 2 
y l 
SPR 
-0.1 9 1 9 
-0.005 3 
-0.0883 
-0. 1 1 69 
0.0064 
0.2746 
0. 307 3  
-0.1 491 
-0.2579 
0 . 0415 
-0.074 1 
0.4837 
RSS = 4.6428385 
ESS = 10 .55 1 880 
b 
-0 .4357  
-0.0234 
-0.2 735 
-0.2506 
0.0446 
0.05 37 
0.621 7  
-0 .0181 
-1 . 5 380 
0.0382 
-0 . 0031 
1 . 1 379· 
n = 1 25 
k = 1 2  
0.3056 4 . 10* 1 . 84 
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The remai ni ng four vari ab l es were shown to be statistical l y  
si gnificant after the fi na 1 run . x1 had been extracted and shown 
signi fi�ant by F test number 2 .  I t  was then pl aced back into the 
fi nal equati on and F test number 1 verified the significance of x1 , 
Xs , X7 and Y1 by rejecti ng the nul l hypothesi s ,  H0 : b1 =b6=b7=by1= o .  
Tabl e 26a presents the regressi on run resu lts which incl uded the 
si gni ficant vari abl es . 
Tab l e 26a. Si gni fi cant ·Vari ab l es ( Y4 - Non-Graduates ) 
VARIABLE SPR b R2 F e  
x, -0 . 2075 -0 . 471 2 0 . 25 1 0  10.0* 
Xs 0 .  2 1 36 0.0418 
X7 0 .2458 0 . 49 72 
v, 0 . 4543 1 . 0609 
Ft 
2 . 44 
Graduates . Tab 1 e 27 presents the i ni ti al regressi on run for th_e 
Y 4 - graduates category . The null  hypothesi_s ,  H0 : b1 - b12 = 0 ,  was 
accepted as a result  of the ini tial F test . Standard partial regres­
sion coeffi ci ents indi cated that nine variab l es were re l ative ly . 
si gnifi cant. A second regression run limited the total of rel ative l y  
signi ficant vari ab l es to five , as. X2 , X3 , X4 and X6 were e l iminated 
because of re l ative l y  l ow standard partial regressi on coeffi-ci ents . . 
The next regression run indicated that the equati on was significant 
at the . 05 l eve l (nul l hypothesis , H0 : b1
=b7=b3=b9
=b1 o=O ,  rejected) . 
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x8, x9 and x10 were then  removed on the basis of re 1 ati ve ly 1 ow 
standard partial regression coefficients . A final run was made with 
X1 and x7 after F test 2 proved x8 , Xg and x10 non-significant. Table 
27a shows the ·results of the final run which verified X1 and x7 sig­
nificant at the . 05 level (null hypothesis , H0 : b1=b7 = 0, rejected ) .  
Table 2 7 .  Regression Results ( Y4 - Graduates ) 
VARIABLE SPR b R
2 
Fe Ft 
X1 0 • . 3431 0.7944 0 .5291 1 . 24 2. 72 
X2 0 . 1285 0 .6036 
x
3 
0.2654 1.1609 
X4 -0.1918 -0 .5194 
x
5 
0.0092 0 . 0663 
X5 -0 . 1744 -0 .0324 
X7 0 . 3215 0 . 6340 
Xa -0.3857 . -0 . 0509 
Xg -0.3472 -1 . 8493 
X10 0 . 4022 0 .  39 29 
X12 -0.0069 -0 . 0002 
Y1 0 . 0 o·. o 
RSS = 1 .  6154413 n = 24 
ESS = 1 . 4378910 k = 1 1  
Table 27a. Significant Variables ( Y4 - Graduates ) 
VARIABLE SPR b R2 Fe Ft 
X1 0 .  3701 0.8568 0. 35 1 3  5.69* . 3.47 
X7 0 . 341 9 0.6744 
Evaluation. For all tenninees within the v4 rreasure of success 
the highest grade of school completed and rank in the effectiveness 
scale are shown to be important factors in explaining educational 
achievement while· in Job Corps. It is not surprising that corpsmen 
who have completed more school are able to perform better in the Job 
Corps educational environment. 
The eval uation of the non-graduates and graduates apart from 
one another provides some interesting results . In both categories 
age is . a significant factor-. However , among the non-graduates younger 
corpsmen achieve higher educational levels , while the graduates 
indicate -that. older corpsmen do . better. Higher s�hool grades completed 
prior to· Job Corps an.d a high ranking on the effectiveness scale are 
consistently shown to be important factors. The longer a non-graduate 
has been out of school the better he does in educational achievement 
while in Job Corps. An individual who has been away from school a 
relatively longer period of time- would nonnally be older or a 
completer of lower school grades. As_ seen above , non-graduates who 
do well in educational progress are youn�er , higher grade completers 
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and away from school rel ati vely l onger peri ods of ti me. Some i ncon­
sistency i s  i ndicated by the results i n  th is  category. 
Overal l �n i ndi vidual ' s  educati onal status pri or to Job Corps 
i s  shown to be an i mportant factor i n  detenni ni ng the educati onal 
ach ievement whi le  enrol led i n  Job Corps. In addi ti on , a corpsman who 
gai ns a h igh ranki ng on the effecti veness scale wi l l  nonnal ly  show 
achievement of a l arger educati onal mi lestone. The R2 val ues 
computed wi thi n the v4 neasure of success i ndi cate that there are 
other . factors wh ich pl ay a role i n  educati onal ach ievement , al though 
the si gni fi cant vari ables expl ai n v4 fai rl y  wel l. 
CHAPTER V 
· SUMMARY AN D IMPLICATIONS 
Sumnary 
Frequency Distributions 
The following implicati ons are derived from the frequency 
distributions presented in Chapter IV. Individual characteristics such 
as race, city size and weeks unemployed prior to Job Corps appear 
predominant in trends among most successful corpsmen. Specifically, 
non-whites, corpsmen from less populated areas and those most recently 
employed constitute the more successful group more frequently. 
Factors such as age, months out of school, highest grade completed 
and employment prior to Job Corps do not appear predominant in trends, 
but do imply a relationship. Corpsmen of ages 1 7 , 20 and 21 are 
more successful than those of other ages. Enrol lees who have completed 
higher grades in school aryd those who were employed • . Prior to Job Corps 
tend to do better than those early dropouts and unemployed applicants . 
Corpsmen out of school for very J ong periods of tirre o.r very short 
periods of time are more successful than individuals out of school 
from 7 - 24 months. However, most recently matriculating corpsmen 
have a better chance of becoming a graduate when remaining more than 
90 days. 
The remaining factors analyzed show no relation to Job Corps 
success rreasured by the six-point effectiveness scale .  These include 
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region of country, English competence , pre-Job Corps pay scale and 
the test 1 1 8 1 1  reading score. Although English competence is not directly 
related to program success , corpsmen remaining more than 90 days 
have a greater chance of reaching graduation status if English 
competence is rated good. 
Regression Analysis 
Table 28 shows the final regression results as derived from the 
multiple linear regression analysis discussed in Chapter IV. 
Six-point effectiveness scale. The v1 rreasure of success for 
the regression analysis can be coordinated closely with the results 
obtained from the frequency distributions. Race (X2) and city size 
(X3 ) are significant at the .05 level in affecting program success, 
as detennined by the regression analysis. Negroes and other non­
whites do significantly better than whites and corpsmen from smaller 
towns �nd cities do significantly better than those from large urban 
centers. The same ·conclusions are drawn from the frequency distribu­
tions. Since . the measure ·of success is the same the similar results 
are not surprising. 
Weeks unempl. oyed (X8) indicated a relationship when evaluated 
by the use of the frequency distribution, but did not appea.r signifi­
cant as a result of any regression analysis. The relation between 
weeks unemployed and Job Corps success implied by the frequency 
dis tri buti on may be of the non-1 i near _ type, which does not appear 
in multiple linear regression analysis. 
Table 28. F inal Regression Results - b Values and Significant 
Variables For All Categories 
DEPEN DENT VARIABLE INDEPENDENT VARIABLES 
Y 1 (A 11 Tenni nees). • • • • • . • . . . • . • . • • • • • • . • • · -0. l 299X2 
-0 . 1 649X3 
7 7  
Y1 (Non-Graduates)  • . ••••••. � •••••••..••••• -0.2606X2 -0.0736X1 0  
-0.2078X3 
Y2 (All Tenninees) .. ••••••••••••••••.•••.• -22.7039X2 -3.0046X1 o 
-1 2.58 77X3 
v2 (Graduates)  ••••..•••••••.•••••.•..•••.• -0.3646X2 0.1791X7 
Y 3 (All Tenni nees) ••••••••..•••••••.. •••.• 
Y 3 (Non-Graduates) •.••.••.. • ..••.••.•••••• 
v3 (Graduates)  ••••• � .•••.•.•••• · •.••..•.••• 
Y 4 ( A 1 1  Te nni nee s 
) •••••••••••••• � •• • • • • • • • 
Y 4 (Non-Graduates)  •••••••
•. •• • • • • • • • • • • • • • 
-0.6024X5 
0.001 5X1 2  
0. 741 1Y1 
o.001ox1 2  
0.71 49Y1 
0.0025X1 2  
0.9211 Y1 
0.3961X7 
. l .27 74Y1 
-o . 47 1 2x1 
0.0418X6 
Y4 (Graduates)......... ..... .. .......... . .  0.8568X1 
0 . 6 744X7 
_,,, 
0.4972X7 
l .O609Y1 
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The test 1 1 B 1 1  reading score is significant at the .05 level among 
non-graduates as a result of the regression analysis. Corpsmen who 
score lower tend to attain a successful rank on the effectiveness 
s cale other th an graduation {scale level 6). In other words , t�ese 
individuals may remain for relatively longer periods of time without 
graduating. 
Length of stay. The Y 2 and Y 1 rreas ures of success differ only 
in that v1 includes individual type of departure in its definition. 
The similarity allows for a look at the importance of type of departure 
as an indicator of success. 
Non-whites and corpsmen from less populated areas tend to remain 
with Job Corps for longer periods of time. In addition, lower test 
11B I I  reading scores indicate a 1 onge r 1 ength of stay. 
Among the graduates non-whites, corpsmen with higher levels of 
English competence and individuals who have completed higher grades 
of school _ are rrore 1 i ke ly to remain for longer time · _spans. 
The ·results for the v2 measure of success for all tenninees are 
the same as those· for the Yi measure of success for non-graduates. 
Type of departure is essentially absent in both of these categories. 
When a distinction h as been made as to a specific type of departure 
the results differ, as shown in �he v1 for al l terminees category. 
The implication here is th at length of stay should be used in con­
junction with type of departure in measuring program success . 
./· 
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Post-Joh Corps � leve 1 .  Similar results are obtained thro ughout 
the three categories for the v3 measure of success . I t  is interesti ng 
to note .that the two significant  variables are the rreasures of  success 
p resented above . 
The longer a corpsman remains with Job Corps and the higher the 
rank he achieves on the effectiveness scale, the better are his 
prospects for obtaining a good-paying job _upon tennination . Employ­
ment success depends up�n success in Job Corps . 
Educational milestone . In opposition to v3 which actually 
neasured job skill training, v4 considers the educational training 
i n  Job Corps . The results when all tenninees are included indica te 
the importance of  completing higher grades of  school prior to Job 
Corps and attaining a higher rank on the six-point  effectiveness 
scale . 
When non-graduates_ are isolated for analysis two additional 
vari ables are si gnffi cant  Yo unger corpsmen and those who have been 
out of  schoo l for a relatively long period of  ti me a re  more successful 
i n  educational training . Among the graduate category , however, older 
corpsmen are more successful . 
I_mp 1 i cati ons 
Center Managemen t  
It  is felt that a substantial amount o f  flexi b ili ty shpuld be 
maintained by the center di rectors and co unse 1 ors i n  traini ng corpsrren 
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and handling their problems. Each corpsman is an individual who 
requires specific attention based upon the characteristics he exhibits. 
Rigid p�grams would not allow the necessary amount of individualized 
attention. Directors should make it a point to study each entrant and , 
where possible, build a program around him rather than enter him into 
an established program. This research has indicated that individual 
deficiencies at the outset at least delay _a corpsman ' s  graduation. 
,. 
Job Corps administrators must attack these initial problems (such 
as po.or reading 1 eve 1 s) as they show up in enro 11 ees. Though man­
power and time might not be available to work with individual corps­
men, certainly, efforts toward this end could be made. 
Although flexibility in handling corpsmen is advocated, greater 
definition and standardization in administrative procedures through­
out Job Corps is called for. All centers must understand the necessity 
to keep accurate records and report correct i nfonnati on. With out such 
cooperation on the part of all centers detailed research is very di_f­
fi cult. Experiences in this study have shown that centers do not 
agree upon the definition of a . graduate and that substantial data 
were missing because efficient administrative procedures were not in 
force . Such basic deficiencies indicate the existence of a defi- nite 
problem. 
A general impression is that corpsmen should be b rought into the 
experiences of the center as a whole . . The maximum amount of corpsman 
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partici pati on is essenti al to the encouragement and motivation of 
the individual. A feeling of togetherness rather than isolati on is 
required_ for program success. 
Screening and Selecti on 
In the Job Corps screeni ng and selection processes for indivi duals 
prograrrmed for Conservation Centers some judgement factors can be 
obtained from the results of this study. The scales used as a basis­
for these implicati ons are the beta values and si gnifi cant vari ables 
listed i n  Table 28. It must be kept in mind that screening processes 
present a choice to the recruiter in that he has more applicants than 
openings. Along with his other cri teria for selection the following 
factors should be kept in mind prior to hi s choice of enrollees. 
( 1 ) Non-whites do signi ficantly better i n  a Boxelder Conservation 
Center type envi ronment. 
(2 ) Enrollees from small towns and cities (below 1 50,000 popu­
lation) are more successfu_l than those from large u�ban centers i n  
a Conservation Cef'.lte r envi ronment. 
(3 ) r.nre recently employed i_ndividuals, or those who have been 
employed at all, tend to shC'IJ better results i n  Job Corps. 
(4) Individuals who have completed higher grades of school will 
profi t more from Job Corps educat_i ona l tr
aining. 
Selections could conceivably be . improved by consi derati on of these 
factors, other things bei ng eq ual. 
...,.,.. 
82 
Prediction 
From the results it is possible to give some insight to relative 
lengths of time to graduation for enrollees exhibiting various char­
acteristics. No specific length of time can be identified, but special 
attention can be given to individuals in specific areas where there 
is an indicator of a lengthy stay prior to graduation. The following 
characteristics point to a prediction of a relatively long time span 
before graduation status is attained. 
(1 ) Corpsmen with only a fair 1 eve 1 of English competence. 
(2) Corpsmen· who have been away from school for 1 ong periods of 
time have trouble becoming accustomed to an educational environment 
and delay in making any progress. Extra efforts should be taken 
immediately to motivate these individuals toward educational skill 
training. 
(3) Lower reading ability indicates a slower progression rate 
and implies a need for inmediate help in this area. The character­
is ti cs included above can riot be .used to increase the percentage of 
graduates. If more corpsmen w�o could read better were admitted 
there might be a ·shorter time span to graduation, but there is no 
evidence that there would be more graduates. 
Generally, relatively lower levels of education will imply long 
periods of time required for graduation. Counse 1 ors and di rectors 
should address themselves to emphasizi_ng the individual ' s  problem area 
and attempt to organize an additional training program. 
Measure of Success 
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A word is necessary regarding the measures of success utilized 
in this �tudy . It is felt that an effectiveness scale such as the 
one used here should be a standard rreans of evaluating center effec­
tiveness. The scale is comprehensive and all-inclusive. It is 
reflected in each of the other treasures of success, as evidenced by 
the fact that v1 appeared as a significan� independent variable when 
Y 3 and Y 4 were used as the measure of success. 
_A simple rrethod to indicate relationships is by the use of fre­
quency distributions which relate variables to success as rreasured by 
the effectiveness scale. Analytical judgements concerning the relative 
effect of these variables can be formulated from these judgements, as 
well the detennination of center effectiveness. 
Post-Job Corps pay level was found to be related to only the 
effectiveness scale and length of stay. Educational milestone did, 
however, re 1 ate to ·independent va_ri ab 1 es other th an Y 1 . In both cases 
the results do not justify the complete removal of v3 or v4 as measures 
of success in future studies .  _ The two are valid measurements and should 
be used in conjunction with the effectiveness scale in a detailed study. 
Length of stay as an isolated measure of success is regarde d  as 
incomplete . It should be incorporated with the type of departure to 
fonnulate an effectiveness scale· and utilized in this manner. 
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General 
The importance of a c�rpsman's length of stay in Job Corps 
cannot b_e overemphasized. Greater exposure to the environment of 
the program is, without a doubt, very beneficial. Consideration 
should be given to a minimum length of stay once an individual is 
enrolled. The result would be increased exposure and a possibl e  
el imination of the "quick quitter" to some_ degree. Although many 
problems could be created by such a policy, the idea merits con­
sideration in view of the benefits gained by 1 onge r 1 engths of stay 
and the nunber of corpsmen who quit very earl y. 
Economic Ramifications 
Substantial economic benefits can be attained from the success 
of the Job Corps program. Evidence to support this statement can be 
presented from a view of both Job Corps cos ts and Job Corps benefits . . 
Job Corps Cos ts 
Indi vidual i_tem costs are separated into two . basic types of costs, 
fixed and variabl e. Al l costs b�come variable in the _long run as 
fi xed plant facilities deteriorate and become obsolete. Additionally, 
each type of cost contains inseparabl e uni ts of the othe.r in the short 
run. 
The major proportion of variabl e expense is expended 1n the earl y 
weeks of a corpsman's enrol l ment. The l onger an individual remains 
with Job Corps, the greater wil l be the total variabl e cost attributed 
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to hi m. Certai n  of the vari able costs can be consi dered fi xed rrerely 
by the fact a corpsman enters Job Corps. Ini ti al physical exami nati ons 
and outlays of clothi ng fall i nto thi s category. Job Corps cost break-
·down i s  a complex procedure dependent upon product and ti me un i ts 
involved. 
The length of stay and i ndi yi dual type of departure i s  i mportant 
i n  affecti ng the benefi t-cost rati os among corpsmen . In general, 
the longer the length of stay the lower the rati o of fi xed to vari able 
costs. Most of the vari able costs are expended early and i ncrease i n  
smal l amounts from roonth to month. Fi xed costs are relati vely hi gher 
i n  the Job Corps program causi ng costs to be proporti onately hi gher 
for those who stay for short peri ods of ti me. 
Hi gh amounts of the fi xed and vari able costs are attri buted to 
the i ndi vi dual corpsman shortly after arri val. Total costs i ncrease 
the longer the youth remai ns enrolled, but man-year cost per corpsman 
decreases over the · same peri od � As a result the overall costs of the 
program decrease on a per · corpsman basis as effectiveness i mproves. 
Job Corps Benefi ts 
A more speci fi c relati onsi p between economi c effi ci ency and pro-
gram success can be seen i n . an evaluati on of Job Corps benefi ts·. These 
b.enefi ts can be vi ewed from three posi ti ons : 
(1) Benefi ts to the taxpayer - total reducti on of future soci al 
programs and payments such as welfare·, ai d to dependent chi l dren and 
so forth. 
./-· 
(2 ) Benefi t to the economy - total net i ncrease i n  i nvestment 
and i ncome. 
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(3 ) Benefi t to Job Corps - number of youths s uccessfully trai ned. 
A detenni nati on of benefi ts can be made by us i ng any one of these 
pos i ti ons. As vi ewed by the taxpayer a projecti on of s uccessful corps­
men who obtai n employment would decrease the amount of future welfare 
payments and i ncrease the amount of tax money pai d to the government. 
As vi ewed by the Job Corps s uccess percentages and rati os would 
indi cate the i ncrease i n  ski lled and educated i ndi vi duals throughout 
the economy. A vi ew by the economy relates closely to s ome of the 
ideas presented earli er in thi s  study and wi ll be explored i n  more 
detai 1 .  
A rooans of obtai ni ng a fai rly comprehens i ve and reli able esti mate 
of Job Corps benefi ts i s  to evaluate earni ngs. Although many intan­
gi ble benefi ts s uch as atti tude formati on, better phys i cal status and 
appearance are at best di ffi cult t.o quanti fy, each plays some part i n  
emp 1 oyment stat us .. and earni ngs of former enro 11 ees. · . 
Wage· data are· avai lable for a majori ty of tenni nees who s uccess­
fully obtai n a job. These data can be compared to the ·employment 
s uccess of some control group i n  order to poi nt out dollar benefi ts 
in  the fonn of i ncreased earni ngs. The problem i n  selecti ng a vali d 
and representati ve control group can be overcome by us i ng the Job Corps 
populati on. The recorded employment . hJ story of Job Corps enrollees 
of a di stinct month may be· contrasted wi th the employment s ucces s of 
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tenninees during the same month and of the same age.1 In this manner 
age differential is eliminated and it can be assumed that all individ­
ua 1 s have_ been in the 1 abor force for i den ti ca 1 periods. The differ­
ence between the two groups is that the terminees have spent time in 
Job Corps, while the entrants have not. The effects of Job Corps upon 
individual earning power are identified. 
The survey utilizing the above procedures was conducted for 
February 1 968  tenninees and entrants.2 The results indicated that Job 
Corps _ ·trained youths earn an average of $.63 per hour more than 
those not trained by Job Corps. The same study also showed that grad­
uating corpsmen average $2 . 1 3  per hour as compared with an overall 
tenninee average of $1 .94 per hour. 
Higher wages earned by Job Corps trained personnel indi cate a 
greater value to the economy and a return on the initial investment 
made by the taxpayer. Success of the Job Corps program yields sub­
stantial economic benefits and the more successful the individual 
corpsmen the greater is the benefit attributed to him. 
The ·objectives of  the Boxe_lder study were fonnulated in hopes of 
obtaining data to aid in deve 1 opfng a more s uq:ess ful Job Corps program. 
Specifically, a more successful program implies a longer length of stay 
and attainment of graduate status. These achievements result in higher 
1 rhis procedure was used by Job C_orps 1 1research �ersonnel in the 
project: " Benefit/Cost St_udy of Job Corps , Eva 1 uat1 on and Research 
Branch, Job Corps, Washington, D. C., July 1 96 8 .  
2Ibi d .  
..-,t.-
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-- educational progress as well as post-Job Corps employment in a good 
job. A study of the economies of Job Corps costs and benefits indicates 
the success of tenninees has ramifications as to the benfit-cost ratios. 
A greater number of more successful corpsmen result in the expenditure 
of roore efficient dollars and a greater return on that initial invest­
ment. 
Need for Further Research 
A nunber of factors which have appeared throughout the course of 
this research require further study. One of these is Job Corps admin­
istrative procedures. The task of controlling the administrative 
requirements of such a huge and widespread program must be enonnous. 
For this reason it is essential that direction and definition be 
generated from the central agency in Washington, D. C. Research into 
the area of administration is necessary to indicate the most efficient 
and productive means of recording data, filing data and reporting 
essential infonnation. 
2 
The fact that many of . the R · values resulting _ from the multiple-
linear regression ·analysis were . small is indicative that other factors 
not analyzed in this study play a ·  role in program success. Where a 
greater quantity of data are available other variables should be · 
included in an analysis to find a relationship between independent 
variables and program success . 
Due to the mounting evidence that_ length of stay is an extremely 
important factor in the overall success of the Job Corps program, 
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research investigating the possiblity of a minimlml length of stay for 
all enrollees should be conducted. Additionally , other rreans of 
increasing length of stay should be explored. 
Finally, continuous study of Job Corps expenditures and benefits 
is necessary. The economic efficiency of dollar output is of prirre 
importance . Not only must �enefi' ts exceed costs, but all expenditures 
must be necessary and useful. 
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Table 29. Example of the Multiple Linear Regres sion Matrix Us ed to 
Analyze Variables Affecting Terminees of Boxelder Conserva-
ti on Center 
TERM- v1 I NEE 
Xl x2 X3 X4 X5 x6 
X
7 X8 X9 xlO Xl l  x 1 2  x ,4 · 
4 3 20 0 2 1 2 1 7  8 3 1 25 1 1  0 82 0 
9 1 1 8  1 2 1 1 2� 7 2 1 50 9 0 1 9  0 
1 4  3 1 9  0 2 1 ' 1 24 8 0 175 10 0 84 0 
1 9  5 1 8  0 4 1 1 6 8 0 125 2 1 65 238 2 
25 1 20 0 3 . 1 1 24 1 1  52 · 1 48 9 0 4 0 
32 3 2 1  0 4 1 2 3 9 0 1 20 6 0 59 0 
38 4 1 9  0 4 1 1 1 3  9 71 0 10 0 1 1 2 2 
44 3 20 1 4 1 2 36 8 71 0 1 0 43  0 
52 1 1 7  0 2 1 1 8 8 0 1 25 2 0 6 0 
57 3 20 o · 3 1 1 24 9 12 1 60 7 0 49 0 
62 1 1 9  2 4 2 2 27  9 2 1 25 12 0 6 0 
68 4 1 9  0 4 2 1 22 8 29 100 9 0 1 30  0 
73 4 1 7  2 1 2 2 3 6 0 . 1 5  9 0 105 1 
78 1 1 7  0 4 2 1 1 2  6 3 1 40 8 0 6 0 
8 3  3 1 8  1 1 2 1 9 6 1 2  75 1 1  0 72 0 
89 5 20 2 1 2 1 27  3 0 3 7  5 0 1 87 1 
93 5 1 7  0 1 2 2 6 7 71 0 8 1 00 1 67 9 
98 1- 1 9  0 2 2 1 27  6 4 1 25 2 0 1 1  .0 
103  1 22 1 2 2 1 60 4 4 100 1 0  0 7 0 
1 09 5 19 0 1 2 1 8 9 0 38 8 306 29 1 1 1  
1 1 4 5 20 1 1 2 2 29 1 0  71 0 8 0 1 90 1 2  
1 21 3 1 9  2 · 2 2 2 24 9 4 143 5 0 63 0 
1 28 1 22 0 2 2 1 48 4 1 1 25 8 0 - 1 0 0 
1 35 1 - 22 1 1 3 · 1 60 8 0 200 7 - _2 10  7 0 
140 2 1 1 · 0 1 3 2 3 9 2 0 4 0 97  8 
146 6 1 9  2 · 1 3 1 4 11 9 1 20 9 196 1 1 1 1 2  
1 52 6 1 7  0 2 - 3  2 · 5  8 71 0 7 1 85 161 1 
1 5 7  6 2 1  O" 3 3 2 48 7 71 0 9 0 211 9 
1 63  4 19 0 1 3 2 8 9 1 2  1 10 4 0 1 40 5 
1 68 6 1 7  0 2 3 2 72 3 1 70 9 0 126 . 2 
1 7 3 1 2 1  2 2 3 2 12 11 55 125 4 150 29 1 
1 78 1 18 1 2 3 2 30 6 4 163 8 1 40 8 0 
1 -84 5 22 0 2 3 2 48 8 2 110 8 1 40 183 4 
1 90 1 1 8  2 3 .3 1 9 1 0  1 7  125 1 4  1 00 21 0 
1 95 6 1 8  2 2 3 1 1 2  6 40 150 8 0 251 2 
202 1 20 0 2 3 2 15  9 4 140 4 0 · 7  0 
207 3 1 8  0 1 3 2 4 1 0  · 4 110 6 0 50 9 
217 3 1 9  0 1 3 · 1 35 9 20 125 5 0 87 1 1  
223 4 1 8  0 2 3 2 3 10  2 1 10 6 125 92 5 
227 3 1 7  0 2 3 2 12 8 52 110 5 0 4 7  0 
240 6 20 0 2 3 1 3 8 71 0 10 _)06 210 8 
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Table 29 continued 
TERM- Y1 Xl X2 X3 X4 X5 x6 X7 X8 X9 X10 X11 X12 X14 
INEE 
244 6 21 0 3 3 1 4 9 71 0 10 150 122 1 3  
249 4 20 0 1 3 1 18 10 3 150 7 0 91 1 
256 5 21 0 3 3 1 36 7 0 150 6 1 75 164 3 
264 1 1 8  0 2 3 2 12 10 4 100 8 140 7 0 
269 6 18  0 2 3 1 12 9 3 75 2 250 359 0 
276 2 19 0 3 3 1 39 8 0 55 1 3  6 5  70 1 1  
283 4 17  2 4 3 · 1 0 8 0 60 9 0 120 10  
287 1 21 2 3 3 1 7 10 2 65 3 0 15 0 
293 3 20 2 3 3 2 36 9 8 150 5 0 85 10 
301 3 21 2 1 3 1 26 9 48 125 5 0 35 0 
308 1 22 2 3 3· 1 24 10 0 90 1 0 12 0 
312 6 1 8  0 4 3 1 7 10 71 0 12 155 150 10 
316 4 1 8  2 3 3 1 84 6 6 150 9 0 9 3  2 
321 6 1 7  2 2 3 2 3 8 0 100 5 0 106 4 
-326 1 1 8  2 4 3 1 12 6 16 100 8 0 7 0 
331 6 1 7  0 2 4 2 1 7  8 1 50 9 140 325 9 
336 5 20 0 1 4 2 18  10 71 0 1 3  0 168 11  
341 4 21 0 4 4 1 29 9 2 110 12 140 91 0 
346 1 19 1 2 4 2 5 8 10 58 11 0 9 0 
352 4 20 0 4 4 1 3 12 0 115 8 135 127 3 
357 5 21 1 2 4 2 30 9 16 125 8 130 15 7 2 
362 1 · 20 1 1 4 1 36 8 71 0 8 0 12 ·O 
369 1 20 0 2 4 1 3 1 1  1 160 15 · o  2 0 
374 1 20 0 4 4 1 22 11 21 135 18  0 7 0 
381 1 20 0 4 3 2 . 9 8 2 110 10 0 21 0 
387 6 18 1 2 3 1 24 10 16 247 8 245 92 4 
392 4 21 1 2 3 1 24 9 4 50 11 0 103 10 
397 3 - 18 . 0 3 4 · 1 4 1 0  26 115 12 0 4 3  1 3  
403 3. 1 7  0 2 4 1 17, 10 16 90 14 125 6 7  0 
- 409 1 20 1 1 4 1 �4 8 28 80 10 0 8 0 
416 1 17  1 . 1 2 2 7 7 71 0 g 0 26 0 
42 1 2 18 0 4 6 2 24' 4 71 0 6 0 26 0 
426 3 20 1 3 2 2 3 1 1  0 50 8 0 6 3  0 
431 1 19 1 4 2 2 18 7 0 50 6 155 28 - 0 
436 3 17  2 4 3 1 0 10 0 110 9 159 71 0 
441 1 18 0 2 3 1 3 10 18 75 10 0 6 0 
449 - 1 20 0 2 3 1 24 8 4 75 5 0 8 0 
455 1 21 2 3 3 1 22 11 5 125 1 0  149 7 0 
460 2 21 1 4 4 1 43 8 0 125 7 238 94 2 
465 4 20 0 1 3 2 36 7 4 110 10 0 91 9 
470 6 18 0 1 3 1 4 9 8 110 1 2  0 90 9 
475 3 17  2 4 3 2 8 8 71 0 8 140 68 9 
480 5 17 0 2 3 2 5 8 71 0 12 187 2 33 2 
.-A· 
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Table 29 conti nued 
TERM- v, Xl X2 X3 X4 X5 X5 X7 X8 X9 X10 X11 X12 X14 I NEE  
485 l 22 0 4 3 2 12 12 54 110 11 0 3 0 
490 4 20 2 1 3 2 48 7 20 125 6 0 101 10 
496 6 17 2 2 3 1 3 7 36 44 12 100 120 10 
501 6 18 0 3 3 1 10 10 28 56 8 150 284 8 
506 6 20 0 2 3 1 30 10 10 248 11 311 438 10 
511 1 18 2 3 3 2 24 _ 7 13 50 11 0 6 0 
516 4 18 0 2 3 .1 6 11  71 0 11  150 127 10 
52 1 5 21 0 2 3 2 7 10 0 125 2 0 182 1 
527 6 18 0 l 3 2 17 9 1 · 30 3 185 155 9 
533 1 21 0 4 3 2 48 9 71 0 7 0 3 0 
537 1 18 0 3 5 2 12 7 71 0 25 0 4 0 
544 5 21 2 2 5 1 5 1 0  1 40 6 306 205 1 
549 4 21 0 4 5 2 7 1 1  9 240 13 150 97  0 
554 3 18 0 1 5 1 6 7 20 100 5 0 7 1  0 
559 1 21 0 1 5 2 3 8 71 0 6 0 3 0 
564 1 17  0 4 5 2 3 8 2 75 1 1  0 12 0 
570 1 18 0 4 5 2 3 8 71 0 8 0 13 0 
575 5 22 0 3 6 2 78 9 6 145 9 0 16 3 4 
580 4 18 1 2 5 1 12 6 71 0 4 0 106 1 
585 6 21 1 2 4 2 48 9 1 100 1 0  0 262 10 
590 1 20 0 1 4 2 38 9 1 25 9 0 21 0 
595 3 · 21 0 3 6 2 2 11 0 75 8 215 89 9 
603 2 17 1 3 6 1 4 8 71 0 3 0 34 0 
611 6 17 0 2 6 2 5 7 5 110 9 0 148 ·10 
618 1 20 1 4 6 1 3 9 13 110 13 0 22 0 
626 3 19 0 ·2 6 1 19 8 1 125 7 165 49 0 
635 1 17 0 3 6 2 3 · 9 3 110 13 0 29 0 
641 1 , 19 2 4 6 . 2 ·g 1 0  1 80 10 0 14 0 
647 6 21 0 4 6 1 13 10 4 125 4 140 312 10 
653 3 ·  18 0 4 6 1 9 8 1 125 3 160 83 0 
659 4 18 0 2 ·6 1 ' 4  10 71 0 6 0 92 0 
664 3 17 0 1 6 2 5 ·  7 71 0 5 0 78 0 
669 4 20 0 2 6 2 18 8 4 110 12 0 91 0 
676 1 21 0 2 6 2 69 8 71 0 12 0 6 . 0 
681 1 19 0 1 6 2. 21 8 0 60 1 1  0 22 0 
686 1 17 0 1 6 1 11 7 2 75 8 0 29 0 
692 - 1 17  0 4 6 2 3 6 71 0 5 0 7 0 
699 6 21 0 1 6 2 19 . 10 2 110 18 121 93 0 
704 3 18 0 1 6 2 2 10 9 70 16 175 85 0 
710 5 17 0 1 6 2 4 8 0 125 15 0 25'3 4 
716 1 17 1 1 6 1 3 9 0 100 13 0 6 0 
722 2 21 1 1 6 1 40 5 16 100 8 0 84 1 
728 6 20 0 2 6 1 30 8 16 11 0 17 75 78 8 
�-
96 
Tab le 29 conti nued 
TERM- yl xl x2 X3 X4 �5 x6 X7 x8 x9 X10 xl 1 x12 X14 INEE 
732 5 19 0 1 3 2 3 7 21 75 8 150 526 0 
739 4 20 0 3 6 2 52 5 8 140 6 150 99 0 
741 2 18 0 2 6 1 3 10 71 0 16 100 312 0 
750 3 19 0 4 6 1 48 7 30 150 8 0 41 2 
757 2 18 1 2 6 1 18� 8 40 125 8 0 151 0 
762 6 17  0 3 6 ·2 60 5 0 125 9 170 124 2 
768 1 18 0 4 6 1 5 10 71 0 12 0 15 0 
774 5 21 0 2 ·6 2 30 12 0 75 3 243 335 4 
. 780 3 20 0 2 7 1 20 10 22 242 16 0 42 0 
785 1 18 0 4 7 1 3 10 71 0 8 0 23 0 
791 1 22 0 2 7 1 64 8 70 100 7 0 12 0 
796 6 20 0 , 3 1 1 34 7 5 80 8 150 377 0 
801 5 20 0 4 4 2 36 7 71 0 6 115 227 0 
-806 4 20 0 2 3 2 12 7 4 125 9 0 91 0 
811 3 18 0 2 3 2 4 8 71 0 7 110 65 0 
816 4 19 2 1 3 2 4 9 12 25 7 0 99 0 
822 1 17  2 2 3 1 5 8 8 30 9 0 9 0 
830 1 18 1 1 2 1 26 6 71 0 17 · o 8 0 
835 1 18 2 2 3 2 36 8 36 70 8 165 11  0 
845 4 21 0 2 5 2 60 7 4 85 4 125 1 14 0 
851 1 17 0 4 3 1 6 9 71 0 8 0 9 0 
855 3 18 0 2 3 1 6 9 71 0 4 125 36 0 
